“Calhoun 


Institutional Archive of the Naval Postgraduate School 





Calhoun: The NPS Institutional Archive 
DSpace Repository 


Theses and Dissertations l. Thesis and Dissertation Collection, all items 


1991-12 


Collateral duty job satisfaction among Coast 
Guard aviators 


Morrison, Robert James, Jr. 


Monterey, California. Naval Postgraduate School 
http://hdl.handle.net/10945/26413 


This publication is a work of the U.S. Government as defined in Title 17, United 
States Code, Section 101. Copyright protection is not available for this work in the 
United States. 


Downloaded from NPS Archive: Calhoun 


Calhoun is the Naval Postgraduate School's public access digital repository for 
| τ D U DLE Y research materials and institutional publications created by the NPS community. 
FW Ser Calhoun is named for Professor of Mathematics Guy K. Calhoun, NPS's first 


WW KNOX appointed — and published — scholarly author. 

OM LIBRARY Dudley Knox Library / Naval Postgraduate School 

411 Dyer Road / 1 University Circle 
Monterey, California USA 93943 





http://www.nps.edu/library 













EEUU TANT 
S S s nS 
Π Pig p 


τ΄ 
i iei ERE E ΤΙ L] ΠῚ 

5 . 1 4«ἑ}.. ΠΩ 

. E L ΠΤ LE CE 

E 5. D ne! ΤΝ” 

η ΠΤ P g 

ΠΟ 
















a 











ΛΔ D 
nn P 5. 
B dy LI 
[I 14 ῃ' 
». « e $9! a 
P . 






n TL 
A p Lx FOU 
LT MN 





A eius A 
Προ EN 


DC v5 τν 


ar 
Fe 
Pa ων AS UN 
QUA a na 4 vs n Va Wu 
ᾳ' MAR Mr T UD 
$8: 4 We 
5 Rud 
A) ea ri 
** S TU 
5 E " ῇ i ax sAd ΓΝ; T Dic 
SLE LEM : Π 
ΙΙ NM NI ρου T 
μμ ΕΕ να. [NEL 
































Tree 
μη, 7 x nur 
UNE est che ARRATEN A NS NA 
η ΠΕΣ ΓΣ μας κε 3n 


z MON ΠῚ 
ahs’ ^ pe E 
o UH Lj ALS Yi 
NE Et 
E CREE 
Lorn) 


ΠῚ φ s * 1 
y! à. .. . ^ 
ΠΕΟΣ, estu | κο. 
L 4 4 


























p { 
[E ^1 VE ae EATS 
Gi ΠΣ T d un n 
η ITA 8» EH . Κη 1 te PLA DA 
ΤῊ v % wes U i "i 
M. fe 
9 44 ot HG d 
ΠΠ TE PA 1 
LATTE πα 
ΕΕ εκ οι πι PS 
ALLE TTE LI m 
ΠΤΙ 
Li TUO 
LI E 
"D aur DC 
IL DE REL) 


LL DIC 












[54414 


ΠΡ 
























Sa ELDE DE 
ΗΝ 
DALLES H] 
, EC 1 * μη 
η ei 
" > 





a M 
PUEDE do vnus y 
ms ΠΡΙΝ ΝΑ) P urs ης 


Dhak ite pi 


SERIES Σ 
ή TIO SM LIS 
P μων Γη P) 
LM μμ D "imi er 












E 
LEE PEJ 
AE 4 

Lt dui HAC 
LAT [MIT 
EN " EAD 
psa 


o peo η TEL 


[IIT 
UE P 






















m 








3 ee SR n 
DAI OR EA Tr DEUS 
PAESE . ἐν 
, 






DICT D RIA 
ΝΣ .» ΠΠ 



















































ΚΤΠ 
1 i i LI ed if LA n i bi dS PUES Ear 
L r 5 iy ΠΤ D Y η d E " 
πο ODE THREE V 5o A FE ER r ΠΕ MAN πος E) SUA e 
3 Fr Ἡ TP n" ‘ bd T y M $ au EE » a1 4053484 14 D» ODDS um 
DELE LE a el ee ATL η ΝΠ .. jn H L E edhe yi i H 
J DLE CT! PDT] ο Ν ΠῚ > ο), KCN HX ἘΝ "ἈΝ 
L eun Ν 
ο, 





L MI ' DURAN 
ΗΝ L] 


it aH te ate 











“a 11. ΠΑ 









ερ 





























































































































































































































E 
Je 
[] 
da 
Dm 
ΠΤΙ ΛΗ tP [; 
” hen de! B LC i, ο “4 DU EE αὶ ΓΣΠ Ιλ fr er x ie 
5 EE MULT te, ee! POE hd ΝΣ D T E ie [PO DR MA MM i AT 
A orn μα ΤΟ NL ΝΕ A. p ug ΥΕ ἘΝ d ΡΑΣ kr TUN] ed puer] ig S y Ed 
: κ Ve 
ae ^ τα E F ; mE HOP CEP M ΙΗ ΟΥ, fapin n AANE E ο ΚΡ [^ FX vetu ei i Ea 
E DLP n x ΠΝ d UL Hr νά ΠΟΙΆ Wi ER UTILE ΜΗ) πο ΠΕ ο [i AUS Aus Ir e aa E hs. 
T 5. D m d ' ἈΠῸ r 1 LS TD g y z P 
E ee, m 2 un MR HUS M ELSE SB LR A fey AP rod Y e ς τὸ D 4^. HD AN En 
ALEX «18 LIC NS EH JE n "^ η |] "Πο, d ΠΗ 3 E TOU JW | F L DE PM 
i η ΠΤ «iin ve re ERA SUN H A EXT i Ur SS ord "vU Β 
wei. NT r M T UD rey ΄ s me EAE shel pe dee ime FEIERT [1 pd wy, 
ANNO DERI E X πι ΑΓ Ην $ EI Á DRE Non Seed ΠΝ prr Acier 
E ΤΩ P ας Χμ. Ww PR ντ | ον E L| C pel 
P F D 57 - η - ΠῚ ^ Ph bee E 
VON MD... λήμμα ην η EIE ης SMS T DAN Mere 
Ε Ὁ "P ΠΠ ΚΟΚ Ντ Πο ΠΤΙ 4 E HOLT ADT. [DP ῃ à ry 
ses POUSSE Μη. du DONE yo A arraio ténia A EISE NE 
. @ πο Ὥς ΗΟ ^ TEL D " L] 4 X ΚΗ A4 V)» HINT η ολ κής 
= ae S ο ΤΟ ΟΣ ΠῚ ΠΤ ee ΠΤΙ = PL GIF i d ML L^ ΕΙ Ὃν Ην v» rie 
à την JLODECBO ROME imn ΠΣ P él; VEN LI N ED J en ER EON DAR SM m 
Ἡ E TESTIS Ξ ΗΟ VICAN FT "au ae Tn] Sit X urn ure IS dr 
D CHORD . tems ya 3 [E ιο. PM n it RM rA Rd Y] i EPRE III Ας Ei i iw η 
. Pa - DUCTU RE d ` ET: m ETU DUET HI N fel "Ten E "AA ito πμ E TN 
1 ΠΠΕ TA "M DS M e Ip ΜΙ ΠΤ Uu ' a 1 n ar SER x m Ux T ME P ari EA H 
πι ο Πο E à eet u mwi h: E ΝΠ * HD. Phe Jo CLE Μο E UAT ο ή Dum 
; eh Ree RSL ae at ar HEAR νης pS can ECR EADS 
ΠΕ TS ERU! SO EUIS Ὃν amare 
TM ES KT ος d ies ΤΝ N NS REPE LEE EUN LIES DATE EISE ΙΡ 
re ΜΓ - 
DOCENTE v TELE ΠΝ A EIE ΜΜ 
E 4 4 - 5 Lh Xr BL T od m a LALI 
M. FERE πιο νο eu ue H 


a. isas O IE BÍ. ld onn HJ 
EE προς MS at ong, +i U 
1 G ae in ELTE 
E 




















A no 
APR ER TON 

E ΤΩ Ναὶ 4 HO ΓΩ 
ΤΟΙ XI OR METRE Y 










TET] ted ΠΤ 


4 ΗΝ 


é By Pin rhe, Ad we'd, 
heat i. oft EDS ats UR n" 
pr S Φ άν LT ἃ X VD 


ENTM " 


ση kA 
ML ELAI PEL EA 


ie? ier a 
uium 






Pots MS g 
eee ay ο ET 
i DRL Tu tg ian Y 








Lo 
Ln rn QMS rg ts 
TRA pt ο πα Pr 
Ter D 
«νὶ 





"T f 
ΟΤΑ E TINI 












ΕΙ 






























































"D 
^id DD OCT ERES $ 
‘4 ID Pa Y Man μα r4 TU ET S We νος ig i H P 
d Um 16. dar BH ETT Y | 
ΠΙΑΝΟΥ ή IM LM EY PEU ie P ης μα A X nS 
m ΠΠ ET ray) ‘> 4 LACE V A M wt s K ΠΤΙ S vh: M 
rre t NETS DON REOR m πο) ERU 
PERIERE EDI DIE GERE DE 
É A 8.51 4 n d 
a FP RED 





M TET PU 
h d ES o EU 
L] ETIAM E 

E PIDE UR aT al be Er 
ΠΚ, Τη Ee rere 
n CET id ol wi $2 SA 
oso EEE A 
Eh 


ET Pn ολ) 
"συ 
EA 


στὰ eat OPEN DAAA 
Πω Ἡ Ry bed 























of 


HE TE y 
ΠΩ; 


e ΠΩ 
y ΝΡ 





` 









Re 
K ML NS 2 











































































RD 
Vee at v η 
e pA ROI NL Ωμ E OCA 
Pens ibe m T EE TRES ERR HO s ao 
ορ ΤΩ DEBIT Lr ην Pe E LE ire IN 
oul it MAD We" heal DEREN ΜΗΝΑ ΜΗ ΜΙΑΝ ~~ πι 
p nS i ENUA TE eC Mer ΠΑΣ Sahay 19 tssary Ut ο ΠΑ 
8 {ιν d η "πη ΤΩ λα ΙΙ "m ουν σι Eie S DLE 
eas Pe ee n HALO SECULAR. VLA $ MURRET ees TORNA ick 
ΜΗ Τη ΤΗ ΗΠ lore leg hte oe HAMM 
TED? Teepe ΣΕ. AT LLL EY, ὯΝ 1 μμ ή . 
Μα αμ πα Ducem 4t ; 
“y dT m [E tees TI 
















S 
Kai LEN uu ML 

h BI oa 2e 14 
ΤΝ 


N ty 
Ave i ΠῚ rar don ELLE" PEE | 










T TENE Mt ΠΗ urn DO peat rv, 
κ ματ T [LN ΜΙ την NIU MI 
De te rare 
a p 
Py 


m Bs" u m EN oran uM ας des 



























OLJ οὓς 
























































E 
ΣΤΟ A M a4 u« A r SEELE ETTO 
E. ον TEIL τ - 4 s d e Fi dnm POST 
^s ΔΜ ἐδ Pte Tey DE η 3 “at M EM "Arp 
H ἑν. Ni EL ILLU "Inn b LE 
IDE ΠΠ as Hm ΟΣΣ᾽ ΠΩΣ VETT ΗΜΩΝ Du E LL PY Ene $4 λε 5 
IIR T jux jon [EP Mni mnn ας ΤΝ uS awe. AP EU REPE αλ 4 
"REINES wr "e TELA PF rm Ad ΠΝ mo ο] ΠΡ ΜΉ nfl "rl am 3 
να Be BD ee oP A 1 πω ΙΧ ΗΝ SEPT) OL 8» ρα RIDE ΠΙΝΕΙ 4 
er LR m ry " 
ο ατα ee eT | mW 
E 


η. ΣΤ ΠΠ! ΠῚ ΗΠ 
ΜΜ ATTEN Marna errs 
me LN ΣΣ ΠΠ ΣΤΙΣ 
RAM DM TET EHE re ΠΝ 


ΠΠ ΠΠ Dung Dru 
αρένα ο ΤΟΙ ΠῚ 8 


in A es YY NEL EM P 
TT Mbur e tå 


"σης at UE 
o MIELE 
m * 8 $416 Lu v. 


ΤΕΛ PII EH 


n Pn 
Eo NT Ht 
ge veri" m 


RE 
3 





















«δα 
air aT 
S ETE dbi 


1 ΜΕ 
a ne 





































































DII M i aH 
ri ALLE 
r h 1 T 1 "ij LT] ῇ d fete" 
ΠΡΟ fire te. à μμ. "i HEP P ην ἤ biter 
ΓΠΣ (PET a ch ο CEE TEIT ΠΩ ΙΑΝ πμ. Hm HL LP» 
IH υπ τη TEE ΠΗ, Ὁ ΠΝ 9 bi: T Lie PM eM 
Η r ΠΠ hae ey ΝΤ { “ΝΣ ΛΑΤΣΗ A r] Mid A 
7 $*»4 ** < ΜΗ; M ΤΩ yx Μ ΝῺ UN EU ν M MAE TU 
] - ΠΗ ο. qud pir t * TT] "n LA i 
ETETE T 14 ?T a -ἰν & n? Τα 
LEN PL 





B T 








ΤΗ M 
ΓΙ ΠΕΙ ku MELODIE 

ry x m 

Sn ΠΡΩΤΗ NI γ΄ 3 

ΠΟΠ cE a, TEAST 













R 



























































mete E 
Hg mA io : 
t UM CS 
Pk Th ie ce Pe P. ἘΝ ΝΣ EE ie 
: HETET TE Sh ES iU ΣΙ Y tte TUS 
, LP | E Pv ce HM d 
CE σα. THE DONC SEC" EE uem TO a 
DH Du δ μα ΩΤ κ ΤΌ ds vU ΠΗ 
ΗΠΑ ΤΩΡ gu MT Ag 
ῇ Enn EDIDIT HE usw te 





ase 
μμ μοὶ Ν᾽ Se 
vts e P ht "UM PPP n Ti EN κι ος 
D 





































H e 
κα IA AE EET A LER is LII 
i MY RE ATR RAPT Ee 
- η H ΜΙ d 
Tu 24 rsen VL no EDO sed PE Ree TRA o RAUNT, Sete ect ee 
ht HN E ΠΗ p E ΠΠ t; NT PUDE Fr prt ορ ές ἐδ 
ΠΝ NS ΣΙ NE y" TT y D err ye x I 
jl HUE CUET] Fes P" $. e -.. 
f EUR E ERREP E Mo n 1 
η ή a ee ΟΥ η 
s PEL GER PH TRUM 
A 










η 
LEM "T Ln 


[Μαέ ΤΟΙΣ 










m dre EAE ιτ tmr 


























o ἐπὶ v; 
* oum | MILLE [xt si ΓῚ jet 
Ημ eo THE ΚΩ H "rete M 'e exU: ht DE B TL bt T URN. car bee 
NN ud ἡ νι. 1 E ^q M n d D 7 ιν [a ri Eh JM RP tA Vy Ne 3. « rM 
if ης ῃ Lae SIM PUTA y 

mn 

Me ee vere ty ETETETT P 





LI Ve Lm 


ITO LIE LM 
LATA 


, SLE ates tI 
nifi ας rd 
. ELI is 


ΡΩΝ Im HA 


Es) 
te” are va le 






ts 





























ie mA 













































































































































































































































































































































































































































































































s 
un LI [E oa) Ae [DUE EET 
“aie REENER H ΠΗ HT Sh E Pju PER 
eet J Cte ELT Ιαν μα. πμ pore x: Fath ee ct uut 
κ JANET SAU ECC NI ΙΕ TITRE" do ODORE « m TS noD REL: B E 
δ . κῃ ID πρ te CT yn LM D E TED CET] t M Γη ΜΠ ΠΤΙ ee VL TT TREE 4 πῃ ATI 
πο ο ons yo o ue RETE EO tard ots ΠΕ "MM ENG n ΜΗ ΜΗΝΑ ΜΜ; DTE 
Li LEAL] Dui M Aco, LLL Laus CT RS FN ET Jte vets * ie cL EEA: FETT kE BLIT] SED dde 1 ΝΠ ΥΣ ΙΣΤ UR ete ead 
Ἢ ae "T DLL IT att ΤΙ ΤΙΣ ΠΑΕ ΑΗ 1 οσο η vd Ἷ, γρ Ἢ Ελ 
oo fee ΝΡ «οχι ΙΟ ies ο ορ ο AX CT DEP e Sig eo cat wt a ade hy "Ih 
ΝΣ ob ra oer ee Ny oe E ERES z Tib P ΗΡΑ πα E ST x 
η M g LAA " LTD Tra Pk crt he ME * 489 «4. sa "losa! ΗΚ. "4855 5 ΚΛ hee Sn ja 
] j4 E [E E νυ, ΟΝ ΠΣ κ, s MILITE HC Hd KH 
5 . ῇ . " LE CMS C ae TEL $ o RN νυ 4 ae (ans RM ΠΗ͂Ι t 
. . ειν ο εντ POSSE. ο σης E. Me TL πώ τη ανα KERET wt $i 
z a T ‘ NC DII On Mun VIE ης Ln (ΟΣ y wipe ΗΕ r tte we on ONE 
*. 2 fed. t 31711 ΤΩ afera ' T] adhag A E T [ ma a^ uU μα LT T PEG ia he 2E Lid απ 
PL ΠΏ $ niet rer tr eee te DE ο πα at Lat pee EX Lv PM E ora 
E ΠΠ g KETT ta " MIT PE Iano TE ΠΗ wi τ 
n LH D ELLE dher ante Ἢ 
"Im a4 " FE ata? Dru ην seis” ty rm" 
LET 4 H ED `i 
* 3». uti, e 
» LI LIES" η 
MI t. v a! ` AIT à ΣΤ οἳ 
η . ΠΠ T] Ἶ ΤΙ ΤΑ ΠῚ T YI p Ia; "e § . y ΠΤΙ ΝΤ h ft καθ. o 
ιν. ΠΡ mm HILL] ACETUM E A ke HII ΠΠ Ἢ ΙΟ; até τες ΨΩ 5 p Ίος ΗΝ 
" TELE m ΗΜ pet . 1 2 af fie Dis Ti un ane ΟΙ "19118 A 
INE cm n ΠΣ D LENT ο. ο ίνα x τον ΠΟΣῚ te Ser 1 
Ay ok r D να ια» ο] ντ νη ΗΤΟ, ae TE f£ 8c $5. 14105 ; T n ATY 
‘ Imm ΠΟ ΤΏΙ de D EAT HM "EPI mI COLI NEL Var E PNA «er ri T Bx ar S ia me RN Ir ta ^k" D 
LEM LL LN LLLA FORE E ΠῚ m ATT E R CLAMA okt fo ong gy teti J's; pod EL "A P ΗΝ ἐὶ ΠΗ D x [s *» DAE PN E PET duh 
μπας 1 466 i$ ES MSIE 2 TNNT) LR τρ ές EL HER UD EO E; COPS Er M "uL Ut » ms DUPA KATA [ΜΗ Eiz PREN 
.γο E MIELE 4 PAM " i ΜΗ d OPU FEL RE T kar Li ΤΩ KH ER SE EM L| mL ΤΩ E H PLACE ME 
" à * « LXI," ΠΠ F D ΠΚΕ] ΗΝ S RU DTP ery 11 vers Y te by gt N R wes UM κ E Kn 
" Ἢ L| ore a ng % a" ,0'8 fen me aque STOLE Tht η. ΠΣΑΤ a E 7 TU ο μμ d 
TEN" o t o © teeta? EM η ah Ore ee ae | AV vium iM n E) 1 LM IIR [ο 
ΠΠ νη ΠΡ ¢ ΗΟ i REA YT 3 gi M 
d street Tir XI gfe η) η. "eut ads hv fie ble 1 6 j rid 
MIB ο.” A ΩΝ a fv s ^" 3 oat um ΠΠ ο ΤΟΠ s TT) ee ῃ 
.... Ιν «κι. LL M P TN nr ΠΤΙ C b ΝΙΝ p DN erp ο ATE Ετος να t 
TET EM Ue Scary a Oy Pe Pei Reed ay e 1 fA dan "t ET G iie A Si DH μὴ ah 
E ry Π m TES M rr sayı P th . " zy Ἢ 
e eu e τα 5 s PUG hh Ar] LN [ eM a RANKA Me * rt ΛΜ πλ. 
aia A ee SEATS | TUM f] E rr ΟΜΝ ΠΤ E dris μην xx S 
A E EMT NC w^ TÉ «Δ» ae μμ τὴ aia E m 2 
| 9. * n 4 5: δε ἴος Ot tow "EM Ls rig. Hi ο πα! "LM uy ΠΕ Ν 
ᾱ .. LITT! RN DIRITTO d tds pig gap opi? [1 ΜΠ Πρ 
, LLLI Ven 71 μπακ νι TTL": ΕΤ κι ο ΜΗ Π ή 
TCU ΠΠ ο. ΤΩΝ κ ο ποτ. στον eg tat rea CAM EC 
DET, Ty ΠῸΝ .. TN IT ony μα p a 15 CM I. 
CER TEE t τμ m AR E" EI 2 ME " » Y Neo 
» 8 a H 
" i: η E ἐν 
2x ae UH D EE ^" Me i μὰ, nU | Ην EU N M n JA 
HOD Ἡ H "Mi aT ο EE TE TE] 3 EPAI ERE Com wat 
rey 4 “> LEE LP AK ' 1 i | η d j κ n px LH D v aaa edna 1Χ΄ 5: Ιον μὰ 4, ΚΙ 
ir ΠΡ ee EU ΓΣ ΟΝ ΓΝ ΩΙ n An 1" TO 4". ο” ΤΑ zits EM IA: Pn o lier VAT Z6 Li d] 
Ἢ TO REA ΗΟ. κ PI Lapse rigs ets aiiai ΠΕΙ μμ μα 5 et t ap 
P DUX . ΠΧ LINE rS rn NOTTE pif EL e Ye Ln ων ο) ον tA e d 
$ 4 ase ΣΠ A " AH RIT LOI IPM E PaRI- LETA] EE Mi UE n a D ARI js Dit κι EM V μὴ μα; Ν 
ΤΝ ΝΗ i te, i HEU ΕΟ ΣΝ " ΠΥ͂Ρ 3 ΠΟ c t) iS Us PM η 
é te eth ες 7 η UP tua " S n tetas " ΜΗ’ E Rm η. n1 Mr peu e Pre Ts Ls H ΓΙ} L EI (Ale η) 
nae n DL DIT à i P E En η T ΠΠ Ημ E oral Πο E Wika ai hod mat tT ΓΜ ιν D he ESL μα see "ORC: » M HM MT ΜΗ Hotere eT 
ΠΌΠΟΙ ΠΣ ATIS "m Wir E ο. oh eg oye "M ^51 ΠΗ͂Ι > RUE st ΠΤ ΠῚ CH bg D [ee OU Tagi ων. ra^ OC iik] 
an" UU TA CBE ο aT a ^ n ο ΕΠΟ he HERE ΠΠ ο ΜΜ ΚΙ ie v bd X5 TATEM Ho E ΠΠ A da uh » LA em ΠΡ EE Moe DRE T EI a 
T ΠῚ ΟΠΠ | νο ΤΠ ο A al ΠΤ PA n m η ον i uU eee LU se . "y v 8 ΤΕ "TEL er f*a 4 ne Dr FA ATA PE DT n LS LP cadi soft ga. "IN 
4 . 1 eof υπ ο] LI 2 1$ e lj or H [ru iT " ὑπ. ΤΠ ut NG 4 ν᾽ Al | ae 1 TU uen EFL. ^r “3 a ro Mer gi CLE y ο ο οὐ REA < 
ARIETE r) ELIT ?ScS8 Ma ple qu ri "i ' P ΠΟΙ μμ η E ro RR Μὴ HEP T WE wy jr Bat PEG PLA HE t et pam Bob a ΗΕ 
"nb ier cr 1 EE PC HAE PIS ΠΠ dug T MINIM gine POUR μα. Rn D: Pr ΗΟ M pu ΕΠ ΓΡ η 
A EM tas i NS trata Ην αὖ ΝΗῚ NIU! p ETOT RE Hyr: LAMPS TEM 
ΩΜΗ ΙΚΑ ΕΣ F He n Coe acd er ns 
SD UA TOR RUD te.) te? LIEN 
ΙΣΤ HALLO fio 






mm "Ue Ary’, " 4.29, P 
ERN ο ος ΤΆΣ 


ΠΚ ΣΩ βρεί 


ΟΙ 


h fa 
TOERE EET XH nd Y s πα 2 at t 





NC LE T ui et ΠΗ 
























































ο ΤΩ να) 
Nen LT P ue κά n s : e Ἐς L F E PH eH μος, ΟΡ 
H 2* b Ὡ ες ο νι 
"WELL E Mx A δ» eset fe eee i Pie ka atte Pt Rea » 
πο d Ent ΗΜ Saif AES EE IS VU Lew SE 4. δ “ἐν εν 
ΜΜΕ η κα ιο, IM eyes te Y A MALES 
ane A ^ 1 G M FRA Hn TRO VAR pa A MCA μα 
x a μη " Ge mie h Dy. JM HAE, "t DE Sanat οὔ 
"a a 5 - ic a Par ta Mut . 
(at S HD J ΜΙΛΙΑ, μι SUED Ered Ms E 
ΑΗ νο μμ η A EE M Seep 
E ES ἐν πι πες TPE ^' 
EIE | [ DANIEL 
LY] Π r Hu 


















ΠΝ 
[ΩΝ μα. ] e 


ES: 
LEE 


EM LLL 
od YR) dus ne pA 


nus LI na Pul MERO hi he] NX NR EC 
Lag LR TZ ΠΤΙ 
ο isn? Li s i 


F ΠΤ ὍΣ . ^ HU i i 
5 SE TES HORA ΣΡ Κλ A 


















ΓΙ 
NI d 





INE 






































































LI 
"P H ΕΤΗ Ια A E 
" I^ L^ J “ὁ TUE oe ΤΙ Pon | EV E] Mp IM ΕΗ 
m gp n) i d HE rh PT ae Νὰ b iE f M: i.i η μην Pe tel 35 NN d 
η g 7 ut n tu "1 zn eri A L dr 
j WE Put i du un b ^ E 4 TS gs dE a VR T y "e EN 
ΜΗ ΗΝ HEC nu P ΜῊ Fa n yi ET ΑΗ. τς λαο Uu v. He A je rib ΓΑ; EU [on TA 
κ PT RE nO An πα μη, P OPE be? meget eed yp iy ra : DA y E ER je ES η e ε΄ 8 
E m "TEM Ls Hose E ITE raed 1 ΠΠ ΤΩ 
uL UL 1." nn hd T Dreh E ORE ET P E Fb κ. E H i δα, ο br GR ¢ ras Bi 4T i UMS My 
MEL Nd Cv M ὑπ ο.) mi "TN ¥? S LA. 1 ΠΠ. IP, TII Es TC SN fey ehh v FT i 
TEE HD 41 UE ΕΑ die e 
IT RAT ΤΙ 
PONE Be Daca Me Cae 





a gn Pe ev l 
c 


ἡ μη Ὁ Μαι 
^ai TEL rh vA i She hr τος 
A Canta EL ^tt ETE AES ELS wose L 
ῇ at P f 
or 


ο η MEET 












Hee Atel Sal ae 
* 



















R ale deh edt id cee 
° (7 λα Tee a be 
P HC "e ΤῊ 4 Y» Li " 
Kn 3 REEL E ACUTA A t viet ΠΩ ος A ne eae ae 
EET e n Ar" ih SI vk E A UM βρης 
ar nnum ο μις Mons, E 




















UL 
Tui SA eh tri 
P QUERN 


EK AR g 









et 
PP Re NET eo "t 1 rs E eu hd het 
iE i E S Venns VO Up e t 
5 PATE a PKs BAY, κος 
μα MM κ ο LEMMA 
ΓΝ ας ΣΑΕ 
Doe MT 





















UTI 
Uu J ten " 
My D DAC 
yd ET DUM d 


du 
Eb 
i FT pi UA à ip G 






















be TP a bat 
DL: Zu T ee Ao CR 
i Hs 

HAT ο, τ... SUD ER ET 
h NEC HT να ΤΡ 
3 t M a RENE e ied LC mos i we LUN 

η) ο μη τ yr ἢ 






























οἱ 
S A EN 





























































Lr 
τὶ a ML e 5 Vine 
! TR d, peu ΕΛ ΥμΑΜάΦΙ 
η ton κκ NC 5 τον viet CM DAT: E 
HA g eer he et M t oM. 6 "E 
EDO) Ἢ 3 ru Ay HM ae pa hl | 
Via ty hn. Ὁ AnS AA D m Perey bri p Ps 
al Su απ, P E i H | DP Jn yt UU Led D E P «ο EM Cu alte on? Li 
ΝΤ CAM E ἢ T ο νο ο 
. 4 τ es 41” H 7 2? i * uf z iy Uu P. 

E ΠΕΝ ERU TER IH S ESI T ΣΤΡ g EE oe LE XL D gx 
1. m E 2 E ve M "E E hf i. d E o E A RENER Mi m MU eom Ed Eee taca πρίν ΠῚ 
, n , ΕΙ UM E A DT res i ar PALA SEA ove np i Ea 
Nro "ft s v ge INT o αρ sa bU "n MOULE A Ael 

ἆ vr "E DE ΠΗΡΕ ΑΡΗ ΝΗ heh tad aye rea À Pree ott om | 
e κ... 1 EP RI P p UG mpeg M » n he o 34 DEL) gem vd 
1 of Ae : | e y 
ev HR e JT + ae LU 1-44 A rr Ln P DEC ιν E I HILDA νη ase ^ 
Eo EO ut $6.48 ay ele at sete! bya Fit ae πη € 

LL 4 , n 4 i ὦ 
"m E EAE P 
UN EE . UNE T Hr ay cm 
nr P. Duo Mn Jg LEEF ο) ΑΗ 
κο a a NE MIR HE BT DTE 
sh Jhs p, OE ETT E E ΠΗ 
Lu PL n ST MEA T 
tr en AT IRA 







f 
JR 










EX) 
vue mr inpe 
PELI pst d dr 
HA ' rides DE ETT OM 
n $ nte L 
x oe ' 1 Fa 7 μ᾽ ΚΩ ΕΙ 
ο τομ TO πως , 
m mi’, 
`“ εἴη . ! κ E 
LAUR: 





2 ese LIBRARY 
“tai, POLTGR RADUATE le 


NI m CA 93043-510 


NU 








Approved for public release; distribution is unlimited. 


Collateral Duty Job Satisfaction 
Among Coast Guard Aviators 


by 
Robert J ames Morrison, Jr. 
Lieutenant Commander, United States Coast Guard 


B.S., United States Coast Guard Academy, 1977 


Submitted in partial fulfillment 
of the requirements for the degree of 


MASTER OF SCIENCE IN MANAGEMENT 
from the 


NAVAL POSTGRADUATE SCHOOL 


1 December 1991 
/ή | l / 


ii 


VAC dSslTled 
SECURITY CLASSIFICATION OF THIS PAGE 


REPORT DOCUMENTATION PAGE | ie 
Unclassified 


2a SECURITY CLASSIFICATION AUTHORITY 3 DISTRIBUTION/AVAILABILITY OF REPORT 


Approved for public release; distribution is unlimited. 













2b. DECLASSIFICA TION/DOWNGRADING SCHEDULE 


4 PERFORMING ORGANIZATION REPORT NUMBER(S) 5S MONITORING ORGANIZATION REPORT NUMBER(S) 










6b OFFICE SYMBOL 
(If applicable) 
| As 
| 6c. ADDRESS (City, State, and ZIP Code) 7b ADDRESS (City, State, and ZIP Code) 
Monterey, CA 93943-5000 Monterey, CA 93943-5000 


7a. NAME OF MONITORING ORGANIZATION 
Naval Postgraduate School 


6a NAME OF PERFORMING ORGANIZATION 
Naval Postgraduate School 





8a NAME OF FUNDING/SPONSORING 8b OFFICE SYMBOL 9 PROCUREMENT INSTRUMENT IDENTIFICATION NUMBER 
ORGANIZATION (if applicable) 











10 SOURCE OF FUNDING NUMBERS 


Program Element No Project No Task No. Work Unit Accession 
Number 
11. TITLE (include Security Classification) 


COLLATERAL DUTY JOB SATISFACTION AMONG COAST GUARD AVIATORS 


12 PERSONAL AUTHOR(S) Robert James Morrison, Jr. 
13a TYPE OF REPORT 13b TIME COVERED 14 DATE OF REPORT (year, month, day  |15 PAGE COUNT 
Master's Thesis From To December 1991 56 


16 SUPPLEMENTARY NOTATION 





8c ADDRESS (City, State, and ZIP Code) 








The views expressed in this thesis are those of the author and do not reflect the official policy or position of the Department of Defense or the US. 
Government. 


17 COSATI CODES 18 SUBJECT TERMS (continue on reverse if necessary and identify by block number) 








FIELD GROUP SUBGROUP Job satislaction, job design, aviators, pilots, Coast Guard, collateral duty 
19 ABSTRACT (continue on reverse if necessary and identify by block number) 
This research sought to determine if collateral duty job satisfaction is related to a Coast Guard aviator's career sutislaction and retention 
plans, which are tbe most and least satisfying collateral duties, and if various job, management, and individual characteristics are related to 
collatern! duty satisfaction. Data were obtained from a questionnaire which was sent to all duty-standing pilots at Coast Guard air stations. 


Using statistical analysis techniques and reviews of qualitative comments, the data were analyzed and results obtained. 
Collateral duty satisfaction is fairly strongly related vo career satisfaction, and to a less degree, retention plans. Aviators Lend w be 


positively satisfied with their collateral duty, with the Engineering department offering the most satisfying collateral duties while the 
Administration departinent tends to offer the least, but still positively, satisfying collateral duties. Job and management characteristics are very 
influential on collateral duty satisfaction, and while the influence of various characteristics vary among officer rank, the five most influential 
characteristics for Coast Guard aviators overall are autonomy, task significance, being able to influence which collateral duty is assigned, 
leadership apportunities, and satisfaction with the supervisor, 

While collateral duty satislaction tends to be positive, aviators are dissatislied by the conflict resulting from not having enough time to 
maintain proficiency in both aviation (primary) and collateral duties. 


20. DISTRIBUTION/AVAILABILITY OF ABSTRACT 21 ABSTRACT SECURITY CLASSIFICATION 
Eq unciassirieounumieo — LJ same asrerort [L] pmc users UNCLASSIFIED 
22a NAME OF RESPONSIBLE INDIVIDUAL 22b TELEPHONE (Include Area code) 
Susan Page Hocevar (408) 646.2249 As/llc 
DD FORM 1473, 84 MAR 83 APR edition may be used until exhausted SECURITY CLASSIFICATION OF THIS PAGE 
All other editions are obsolete UNCLASSIFIED 


NAVAL POSTGRADUATE SCHOOL 


Monterey, California 





THESIS 


COLLATERAL DUTY JOB SATISFACTION 
AMONG COAST GUARD AVIATORS 
by 
Robert James Morrison, Jr. 


December, 1991 


Thesis Co-Advisors: Susan Page Hocevar 
James E. Suchan 





Approved for public release; distribution is unlimited 





ABSTRACT 


This research sought to determine if collateral duty job satisfaction is related to a 
Coast Guard aviator’s career satisfaction and retention plans, which are the most and least 
satisfying collateral duties, and if various job, management, and individual charactenistics 
are related to collateral duty satisfaction. Data were obtained from a questionnaire which 
was sent to all duty-standing aviators at Coast Guard air stations. Using statistical 
analysis techniques and reviews of qualitative comments, the data were analyzed and 
results obtained. 

Collateral duty satisfaction is fairly strongly related to career satisfaction, and to a 
lesser degree, retention plans. Aviators tend to be positively satisfied with their collateral 
duty, with the Engineering department offering the most satisfying collateral duties while 
the Administration department tends to offer the least, but still positively, satisfying 
collateral duties. Job and management characteristics are very influential on collateral 
duty satisfaction, and while the influence of various characteristics vary among officer 
rank, the five most influential characteristics for Coast Guard aviators overall are 
autonomy, task significance, being able to influence which collateral duty is assigned, 
leadership opportunities, and satisfaction with the supervisor. 

While collateral duty satisfaction tends to be positive, aviators are dissatisfied by 
the conflict resulting from not having enough time to maintain proficiency in both 


aviation (primary) and collateral duties. 
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I. INTRODUCTION 


The concept of continuous improvement has been embraced by the Commandant 
of the U.S. Coast Guard. Indeed, the opening sentence of the Commandant’s Vision 
Statement starts with "The United States Coast Guard is committed to continuous 


t 


improvement ...." The essence of continuous improvement has perhaps been stated best 
by Tom Peters, a well known author and management consultant. He proposes replacing 
the old saw "If it ain't broke, don't fix it" with "If it ain't broke, you just haven't looked 
hard enough." (Peters 1988) 

There are many areas for improvement within the Coast Guard, but this research 
focuses on the collateral duty satisfaction of Coast Guard aviators. The overall purpose 
of this research is to identify areas for improvement in aviation collateral duties. This 
research determines if collateral duty satisfaction is related to career satisfaction and 


retention, identifies which collateral duties are the most and least satisfying, provides 


explanations for the variations in satisfaction, and proposes improvements. 


A. COAST GUARD AVIATION 

The missions of Coast Guard aviation include, but are not limited to, search and 
rescue, maritune law enforcement, marine environmental protection, aids to navigation, 
and defense operations. To accomplish these and other missions. the Coast Guard has 


established air stations along the Pacific and Atlantic Oceans. Gulf of Mexico, and Great 


Lakes. These air stations range in size from only three similar aircraft to fifteen or more 
aircraft of various types. 

Air stations are organized such that the Commanding Officer and Executive Officer 
Supervise several departments. These departments are usually functionally organized, 
such as Administration, Engineering, Operations, Public Works, Safety, and Supply. Most 
departments are subdivided into divisions, which are also functionally organized units. 
For example, divisions within the Operations department may include Communications 
and Flight Services. 

Some of these air stations are co-located with Coast Guard groups. A group is 
essentially a small "headquarters" for other subordinate units, such as small boat stations, 
within a certain geographic area. In addition to the normal duties of an air station, a 
combined group-air station has the additional operational and support responsibilities for 
these subordinate units. 

The aviators assigned to air stations are assigned to two broad categories, duty- 
standing and command and control. The command and control aviators are the 
Commanding Officer, Executive Officer, Operations Officer and, at large air stations, the 
Engineering Officer. Their primary duty is to manage the air station so that the assigned 
missions are efficiently completed. 

The duty-standing aviators are the majority of the officers who are assigned to the 
air station primarily to fly the aircraft. They are the pilots and flight officers who stand 
duty every third or fourth day. and, along with the enlisted aircrewmen, actually perform 


the missions. 


B. COLLATERAL DUTIES 

Collateral duties are those jobs an aviator is assigned and responsible to complete 
when not actively engaged in flight operations. These duties exist to support the aviators, 
air station, and group in accomplishing their missions. Examples of collateral duties are 
the Administration Officer, Public Works Officer, and Educational Services Officer 
(ESO). The majority of an aviator’s work time is spent on collateral duties rather than 
flight duties. 

As a rule, Coast Guard aviators enjoy the various missions of Coast Guard aviation. 
Notably, there are differences in aviator attrition rates between other military services and 
the Coast Guard. In the late 1980s (during an airline hiring boom), the Navy and Air 
Force attrition rates for aviators were over 30 percent, while the Coast Guard never 
exceeded eight percent (Grossman 1989, Ginovsky 1990, U.S. Congress, House 1990). 
Indeed, the results of this research indicate that over forty percent of Coast Guard duty- 
standing aviators started their aviation careers in another military service, resigned, and 
joined the Coast Guard. However, some Coast Guard aviators still voluntarily leave the 


service, and this is an acknowledged and costly problem. 


C. ORGANIZATION OF STUDY 

The second chapter of this thesis reviews the literature and theories involving job 
satisfaction and job design. The theoretical model upon which much of this research is 
based is discussed, as are previous studies of Coast Guard officers and aviators. The five 


fundamental questions of this research are also identified. 


Chapter III reviews the methodology used in this research. The target population 
is described as is the survey questionnaire used to gather the data. The problems 
associated with identifying collateral duties and the solutions used in this research are 
explained. The methods used in analyzing the data are also discussed. 

The analysis, results, and discussion of the survey data is described in Chapter IV. 
Each research question is answered, and major characteristics which influence collateral 
duty satisfaction are identified. Chapter V summarizes these results, makes 


recommendations for improvement, and provides areas for further research. 


U. LITERATURE REVIEW 


This thesis examines the satisfaction a Coast Guard aviator derives from collateral 
duties. While job satisfaction has many sources, this thesis is primarily concerned with 
whether the job itself provides satisfaction, and if it does, what aspects of the job create 
this sense of satisfaction. A review of job design literature and previous studies of Coast 
Guard officers will provide the necessary background to understand the theoretical 
foundation of this research. 

The first part of this chapter examines various job design theories. Then the Job 
Characteristics model, the model upon which this research is designed, is discussed. 
Previous studies of Coast Guard officers are then reviewed to determine background 
information and key assumptions. Finally, this chapter concludes by asking the basic 


research questions which provide the framework for this thesis. 


A. THEORIES OF JOB SATISFACTION THROUGH JOB DESIGN 

Job satisfaction, as defined by Locke (1976), is a "positive emotional state resulting 
from the appraisal of one's job or job experiences." There are many sources of job 
satisfaction, such as pay, security, recognition, and the work itself. Work design is the 
source of job satisfaction that this thesis focuses on, and is defined as the "activities that 
involve alteration of specific jobs (or systems of jobs) with the intent of improving both 


productivity and the quality of emplovee work experiences” (Hackman 1979). The terms 


job design and redesign will be used interchangeably throughout this research, and are 
based on the above definition. 
There are three major approaches to job design: scientific management, behavioral, 


and sociotechnical approaches. 


1. Scientific Management 

This school of thought was originated by Frederick W. Taylor, who, in 1911, 
published the first major theory of job satisfaction and job design. His theory is generally 
referred to as "scientific management". This theory relates job satisfaction to rewards 
alone. According to Taylor, a worker obtains job satisfaction by having management 
carefully determine the specific components which comprise a task, measure the optimal 
amount of work an individual is capable of doing, assign one worker to each component, 
and then pay the worker very well to do the task. 

Scientific management embraces a mechanistic approach to job design in that 
workers are regarded merely as mechanical tools. This approach was very popular in 
newly industrialized, mass production plants, and is epitomized by the assembly line. 
Efficiency in production in mechanistically designed jobs initially tends to increase 
because there 15 less chance for human error. As a result, it is a very effective job design 
in areas that have a low tolerance for errors, such as maintaining aircraft or handling 
classified material. The use of checklists and standard operating procedures throughout 
Coast Guard aviation maintenance and in handling classified material is an example of 


this approach to job design. 


The major flaw with this theory is that it tends to ignore the psychological 
needs of the workers who perform the job. Workers performing highly specialized and 
repetitive tasks soon become bored and dissatisfied. This was demonstrated in 1972 by 
the highly publicized labor strike in Lordstown, Ohio. Although Lordstown’s GM plant 
was the most modern automobile plant ever designed using the principles of scientific 
management, the auto workers sabotaged cars, turned down overtime, and eventually went 
on strike demanding they not be treated as machines. Work design, not money, was the 


key issue. 


2. Behavioral Theories 

The behavioral theories of job design emphasize the human aspects that 
scientific management ignores. Although not explicitly a work redesign theory, Abraham 
H. Maslow’s theory of human satisfaction influenced many work redesign and motivation 
theories. 

Maslow's theory states there is a hierarchy of human needs. These needs, 
ranked from lowest to highest, are physiological, safety, belongingness and love, esteem, 
and self-actualization (Maslow 1954). According to this theory, one cannot attain higher 
order needs until lower needs are met. While not specifically stated, this theory implies 
that rewards from work must be relevant to the needs of the worker to be satisfying 
(Mortimer 1979). 

However, subsequent research studies have shown, and Maslow himself has 
agreed, that fulfilling lower needs ts not necessarily essential prior to fulfilling a higher 


need. Individuals can have varying needs fulfilled at various times; need fulfillment does 


not necessarily follow a strict hierarchy. Despite these findings, the theory is still quite 
influential. 

In 1959, Frederick Herzberg proposed the "two-factor" or "motivator-hygiene" 
theory of work motivation. The essence of this theory is that there are two types of job 
experiences, satisfiers (or motivators) and "hygiene factors". Satisfiers are experiences 
intrinsic to the work itself, such as achievement, recognition, and responsibility, while 
hygiene factors are extrinsic to the work and include supervision, work conditions, and 
policies. Job satisfaction is determined by the presence of satisfiers, and when satisfiers 
are designed into a job, the job is "enriched". The presence of hygiene factors are not 
necessarily satisfying, but their absence is dissatisfying. (Herzberg 1976) 

While elegant, Herzberg's theory has not been fully confirmed. There have 
been many studies which indicate that pay, and other extrinsic concerns, are significant 
factors in job satisfaction. Indeed, recent studies of Coast Guard officers determined that 
extrinsic factors such as promotion and pay are among the ten most commonly mentioned 
sources of job satisfaction (Mizell 1983, Hasselbalch 1990). Thus, while they focus on 
the human aspects of a job, the behavioral theories do not fully explain how job 


satisfaction is attained. 


3. | Sociotechnical Theory 
This theory explains how both the social and technical aspects of a job 
determine job satisfaction. The theory states the task itself (the technical aspects of work) 
and the relationships with other workers (the social aspects) are interdependent, and the 


internal environment of the organization (e.g. the group norms and culture) plays a central 


role. Sociotechnical theory is characterized by an emphasis on teams or work groups that 
share responsibility to complete meaningful tasks. This is a systems approach in which 
one component cannot be changed without affecting all the other components. The goal 
of sociotechnical work design is to have the social and technical aspects "jointly 
optimized," rather than optimizing the technical system at the expense of the social 
system or vice versa. (Hackman 1979, 1980) 

A. disadvantage of this theory is that it is difficult to evaluate the contributions 
of a single component of the theory to organizational effectiveness. In a system, a change 
in one component influences all the other components; a single cause and effect 
relationship is difficult to isolate and prove. 

This theory's advantage is that while it is very general, it addresses both the 
social and technical nature of work. In other words, the theory not only examines the 
social ai.d technical systems affecting an organization, but also examines the relationships 
between these systems and the environment. It balances the scientific approach (technical 
systems) with the behavioral approach (human systems). Because of these advantages, 
sociotechnical theory can be easily adapted to understand and explain organizational 
behavior in almost any circumstance. As a result, it is the basis for a large number of 
organizational development models currently used by consultants. 

The practical results of organizations that have adopted a sociotechnical 
approach to job design have been quite positive. Sherwin Williams, Proctor & Gamble, 


Gaines, Apple, and Zilog are just a few of the companies that have adopted sociotechnical 


job design and had significant increases in productivity while decreasing absenteeism and 
turnover rates. 

One essential aspect of sociotechnical analysis is a thorough examination of 
the job. The instrument most often used for this examination and diagnosis is the job 


characteristics model. 


B. JOB CHARACTERISTICS MODEL 

The Job Characteristics model, a popular sociotechnical job design model, was 
proposed by Hackman, Oldham, Janson, and Purdy in 1975. It is based on the job 
characteristics theory, but also addresses the influence that management practices have 
on worker motivation. 

The job characteristics theory is based on research done by Tumer and Lawrence 
in 1965, and refined by Hackman and Oldham in 1976. This theory asserts that 
individuals will be motivated when three psychological states are obtained: they consider 
their work meaningful, they feel they are personally responsible for the work, and they 
know the results of their work. These three psychological states are created by five core 
job characteristics: skill variety, task identity, task significance, autonomy, and feedback. 
(Hackman 1979) 

Skill variety is the degree to which a job requires a variety of different activities or 
skills to complete. Task identity is "the extent to which a job requires the completion of 
a ‘whole’ and identifiable piece of work. that is. doing a job from beginning to end, with 


a visible outcome.” Task significance is the relative impact the job has on others. 
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Together, these three characteristics form the meaningfulness of work construct. 
(Hackman 1979) 

Autonomy refers to the degree to which a job provides the worker freedom and 
discretion in scheduling the work and determining how to perform it. This leads to 
personal responsibility for the work. Feedback from the job is the extent to which a 
worker gets information on his or her performance from the task itself and leads to a 
knowledge of results. 

The job characteristics model (Figure 1) embraces this theory, but goes further to 
provide a means to diagnose existing jobs and to translate the diagnosis into specific 
corrective actions (Hackman and others 1975). An eight part survey, called the Job 
Diagnostic Survey (JDS), was designed by Hackman, Oldham, Janson, and Purdy to 
measure the key elements of the job characteristics theory. 

In addition to the five core job characteristics, the JDS examines two additional job 
characteristics to assist in diagnosing the jobs: Feedback from Agents, and Dealing with 
Others. Feedback from agents measures the extent to which an employee gets 
information about his or her performance from supervisors or other workers, while dealing 
with others measures how much the job depends on interactions between the worker and 
other people. 

The JDS is not just a diagnostic tool. From the JDS data, the motivating potential 
of a particular job relative to other jobs can be determined. The Motivating Potential 
Score (MPS) takes the average score of the five core job characteristics which affect each 


psychological state, and multiplies these averages together for a total MPS. 
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Core Job Critical Outcomes 











Skill variety Experienced | 
Task Identity meaningfulness of the work High internal 
Task significance work motivation 







High "growth" 
satisfaction 









Autonomy c Experienced responsibllity 
for outcomes of the work High general 


satisfaction 











Feedback from job Knowledge of the actual High work effectiveness 


results of the work 


MODERATORS 


1. Knowtedge and skill 
2. Growth need strength 
3. “Context” factors 


Figure | Job Characteristics Model (Hackman 1980) 


Recognizing a particular job can simultaneously be very high in one or more 
characteristics and quite low in others, the MPS provides a way to obtain information 
regarding the overall potential of the job to enhance worker motivation. These scores are 
multiplied because a low score on one psychological state will theoretically result in a 
lower motivating potential. This implies improving the scores of the other components 
(through job redesign) will have little effect on raising the total MPS if no actions are 
taken to improve the low scoring component (Dunham, 1979). Jobs with high MPS 
scores, 1.e. those that have relatively large amounts of the five core job characteristics, are 


called “enriched” jobs. and are theorrtically more saticfring, 
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A significant improvement Hackman and Oldham made to their original model was 
the addition of more "moderators", which account for the individual differences between 
people. The MPS is not a perfect predictor of motivating potential, so moderators are 
introduced to account for the differences between the job’s potential to motivate and the 
actual motivation of an individual. Three individual moderators were identified: 
knowledge and skill, growth need strength, and "context" satisfactions. (Hackman, 1980) 

When people lack the required knowledge and skill to perform well in a job with 
a high MPS, they tend to become frustrated and unhappy, despite the good intrinsic 
characteristics of the job. However, if the intrinsic motivation of the job is low, the effect 
of knowledge and skills (even if high) does not have much affect on motivation. 

Enriched jobs tend to create opportunities for self-reliance, learning, and personal 
accomplishment. However, not all people respond to these opportunities in the same 
manner. An individual’s growth need strength, i.e. their psychological need or desire for 
such opportunities, influences how an individual will respond to a job which has a high 
motivating potential. Those with a high growth need will tend to be more satisfied by 
enriched work, and those with a lower need will tend to be less satisfied. 

Herzberg’s influence on this model is apparent in the moderating effect of context 
factors, such as pay, promotion, and supervision on the theoretical results. For example, 
if a person is dissatisfied with pay, promotion, and their supervisor, his or her response 
to having a more complex and challenging job may not be favorable. Those who are 


satisfied with the context factors tend to respend faverably to enriched jobs. 
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Thus, this model accounts for individual differences in job satisfaction by using 
moderators. An enriched job should be most satisfying for people who have the 
knowledge and skulls to perform the job, have a high psychological need for growth and 
learning, and are satisfied with the context of their job. 

The Job Diagnostic Survey has been administered several hundred times. Moderate 
internal reliability for the job characteristics and significant positive correlations with 
intrinsic work motivation, general job satisfaction, and growth satisfaction have 
consistently been found. The results have indicated a linear increase in MPS from lower, 
middle, and upper management on the five core characteristics. (Cook and others 1981) 

One weakness of this model concerns the significance of growth need strength as 
a moderating variable. While some studies have shown that growth need strength has a 
moderating effect, several others have contradicted this. This issue is not yet resolved, 
but it appears even those people with a low growth need strength will respond more 
favorably to an enriched job than a job in which the core job characteristics are low. 
(Dunham 1979) 

Another area of discussion is the effectiveness of the Motivating Potential Score 
formula. The original MPS multiplies the components together. Subsequent research has 
shown an equally weighted additive linear model (ie. adding, not multiplying, the 
components together) 1s at least as effective as the onginal MPS formula. While neither 
formula has been proved clearly superior, the implications of an additive model are quite 
different from the original theory. 1f à job compenent had a lew scere which could not 


be raised, the additive model implies the overall score (worker response) for a job could 
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still be significantly improved by improving the other components. This is contrary to 
the original implications that all components must be raised to significantly improve 
worker response. (Dunham 1979) 

There are constant efforts to better refine and revise the JDS and other surveys 
which seek to measure job characteristics, such as the Sims’ Job Characteristics Inventory 
and Stone’s Job Scope construct (Cook et al. 1981). The latest research by Kulik et al. 
(1988) has indicated the original JDS is still valid. Despite the questions raised above, 
the JDS is a proven tool for job diagnosis and measurement of job characteristics (Cook 
et al. 1981). 

This research is based on the job characteristics model and resultant JDS, which 
have proved to very effective in diagnosing and evaluating the motivating potential of job 
design. The specific jobs being evaluated in this research are the collateral duties of 
Coast Guard aviators. The following review of previous studies of Coast Guard aviators 


and officers provides some additional background relevant to this research. 


C. STUDIES OF COAST GUARD OFFICERS 

In 1981, Coast Guard Lieutenant Dana Goward theorized that some Coast Guard 
aviators tend to view themselves as pilots first and officers second; consequently, these 
aviators are interested in a career path that would assure they could fly their entire career. 
This study indicated that approximately 20 percent of the Coast Guard aviators would 
prefer to become Limited Duty Officers (LDOs). whose primary job would be to fly 


Coast Guard aircraft. The LDO program is a concept which assumes that collateral duties 
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for LDOs would be reduced to only those directly involved with aviation. However, 
LDOs would not be promoted beyond Lieutenant Commander (pay grade O-4). (Goward 
1981) 

What is most important to this thesis is the alternative conclusion that about 80 
percent of Coast Guard aviators were not interested in such a program. Evidently flying 
did not satisfy all the needs and desires of a Coast Guard career for the majority of 
aviators in 1981. 

A 1990 survey of Coast Guard officers, not just aviators, identified 10 major 
sources of career satisfaction. The top five factors were intrinsic to the work itself: 
recognition, challenge, enjoyable job, job freedom (autonomy), and meaningfulness. The 
next two major sources of career satisfaction were context factors, promotion and pay. 
Thus, intrinsic motivators, those which can be designed into a job, have been identified 
as critical factors for a satisfying Coast Guard career. (Hasselbalch 1990) 

Goward’s study of Coast Guard aviators supports the conclusion that there is more 
to career satisfaction than just flying. Since collateral duties occupy a significant portion 
of an aviator’s tume at work, one can infer from Goward’s study that collateral duties are 
a source of career satisfaction. Hasselbalch's study of Coast Guard officers has shown 
the intrinsic characteristics of a job are unportant factors in career satisfaction. Based on 
the Job Characteristics model, and these conclusions, this thesis will address the following 


research questions. 
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D. RESEARCH QUESTIONS 


There are five basic questions which this research will answer: 


1. Research Question 1 
Is there a relationship between collateral duty satisfaction and career 
satisfaction and retention? This question is of interest, for the economic costs of 
undertaking a job redesign may not be worth the benefits of increased retention if there 


is no significant relation between them. 


2. Research Question 2 
What collateral duties are the least (and most) satisfying? The fundamental 
purpose of this research is to determine which collateral duties may be in need of job 


redesign. 


3. Research Question 3 
Is there a relation between job characteristics and collateral duty satisfaction? 
If the data support the job characteristics theory, the work design diagnosis should apply, 


and assist in diagnosing why some collateral duties are not satisfying. 


4. Research Question 4 
Is there a relation between collateral duty management and collateral duty 
satisfaction? This question is of interest to local supervisors. A known relation between 
collateral duty management (such as the number of duties per individual and feedback 
from supervisors) and collateral duty satisfaction mav make supervisors more aware of 


their influence on their subordinates 


17 


Si Research Question 5 

What, if any, individual characteristics are related to collateral duty 
satisfaction? Again, this question is of interest especially to local supervisors. Given 
aviators come from many various backgrounds, any relation between individual 
characteristics and collateral duty satisfaction may assist in placing aviators to existing 
collateral duties. 

These five questions will lead to other related questions which are omitted 
here, but will be addressed, along with the above questions, in Chapter IV. The next 
chapter will discuss the methodology used and assumptions made in conducting this 


research. 
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I. METHODOLOGY 


A. INTRODUCTION 

This chapter describes the methodology used to conduct this research. As 
previously discussed, the purpose of this research is to determine the most and least 
satisfying collateral duties for Coast Guard aviators, and to explain why some duties are 
more satisfying than others. To accomplish this, a survey questionnaire was constructed, 
distributed to the target population, administered, and finally analyzed. 

The remainder of this chapter examines the target population, the questionnaire used 
in the survey and the characteristic variables which were determined from it, how 


collateral duties were identified, and how the data were analyzed. 


B. TARGET POPULATION 

The target population of this research was the duty-standing Coast Guard aviators 
who perform collateral duties at operational Coast Guard air stations. These are the 
officers whose primary duty is to fly Coast Guard aircraft and actually perform the 
various missions of Coast Guard aviation. 

Only those aviators from operational air stations were included. The aviators 
assigned to staff billets, Headquarters units (such as the Aviation Training Center and 
Aviation Repair and Supply Center). and Coast Guard Aur Station Washington (a special 


mission air station) were not included Although some of these officers do perform 
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collateral duties which are similar to those performed by their peers at operational air 
stations, the missions of these units are distinctively different from those of operational 
air stations. 

A list of aviators and their current air stations was obtained by using the Personnel 
Management Information System (PMIS) database at Coast Guard Headquarters in 
Washington, DC. Because the survey was being conducted during the summer transfer 
season, each air station was called a few days prior to mailing the surveys to make any 
corrections to the mailing list. A cover letter which solicited the support of the aviators 
and explained the fundamental purpose of this research, how to complete the survey, and 
the when the survey data analysis would begin was included in the survey packages. 
Each survey package consisted of the cover letter, the survey questionnaire, answer sheet, 
and pre-addressed, postage paid return envelope. 

Six hundred and six survey packages were mailed in late July and 457 were 
returned by the end of September. The high response rate of over 75 percent 1s perhaps 


indicative of the interest Coast Guard aviators have in the subject of collateral duties. 


C. QUESTIONNAIRE 

The data used for this research were obtained from a questionnaire consisting of 56 
questions. Appendix A contains both the cover letter and survey questionnaire sent to the 
population. The questions solicited information regarding the participant’s background, 
career satisfaction, collateral duty satisfaction. officer/pilot orientation. and other factors 


regarding collateral duties. 
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The majority of the questions on this questionnaire were taken from Hackman and 
Oldham’s Job Diagnostic Survey. These JDS questions measured the five core job 
characteristics, the two additional diagnostic characteristics (dealing with others and 
feedback from agents), and the supervisory and coworkers context moderators. At least 
three different questions were used to identify each one of these characteristics and 
moderators. 

Minor modifications were made to the original JDS questions. The original JDS 
descriptors are anchored on a seven point Likert scale, with descriptors placed at the 
values of "1", "4", and "7". This questionnaire used a five point Likert scale, using a 
slightly abbreviated version of the original descriptors at the values of "1", "3", and "5". 
New descriptors for the values of "2° and "4",which were modified from Stone’s Job 
Scope construct, were added (Cook et al. 1981). Additionally, the word "job" used in the 
original JDS questions was replaced by the words ‘collateral duty”. 

In addition to certain items from the JDS, the questionnaire repeated two questions 
from Goward’s research to measure the officer-aviator attitude of the current population. 
The remaining questions were constructed to gather each individual’s background 
information, identify their collateral duty, and obtain other pertinent information. Scaled 
variables used in the statistical analysis of the data were formed from the survey 
questions, and are listed in Table I. Each scaled variable was calculated by adding the 
component items and dividing by the number of component items. Individual items were 


reverse coded before scalipg as necessary. 
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Variable 
RANK 
SOURCE 
AGE 

QUAL 
CARSATIS 
RETIRE 
OFF_AV 
NO CD 
OERBAL 
CDINFL 
CDTIME 
CGASIZE 
DEPT 
LEVEL 
CDASSIGN 
VARIETY 
TASKID 
AFEEDBAK 
TASKSIG 
DEALOTH 
AUTONOMY 
JFEEDBAK 
COWORK 
SUPER 


LEAD 
CDSATIS 
PRO_AV 
PRO OFF 
AVKSA 
OFFKSA 
INTEREST 
ID 


Notes: 


TABLE I VARIABLES USED IN STATISTICAL ANALYSIS 


Description 

Rank 

Commissioning source 

Age 

Aviator qualification 
Career satisfaction 
Intention to retire 
Officer ος aviator 

Number of CDs 

OER balanced with CD/flying 
Influence of CD on career satis 
How long had CD 

Size of air station 
Department CD is assigned 
Level of CD within dept 
Influence on CD assignment 
Task variety 

Task identification 
Feedback from agents 

Task significance 

Dealing with others 
Autonomy 

Feedback from job 
Coworkers (context) 
Supervisor (context) 


CD leadership/mgmt opportunity 
Satisfaction with CD 

CD relates to aviation skills 

CD relates to officer skills 

CD requires aviator skills 

CD requires officer skills 
Interest in feedback of research 
Number of record (1-457) 


* - indicates reverse scoring 
CD - collateral duty 
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Survey 
Question 


1 
2 
3 
^ 
Ὁ 
7 
9 


10 
11 
12 
13 
14 
I575e 
1j 
18 


19, 437728 
20,41, 47* 
21,40 ss 
22.36.53 
25, πι 
24, 377,432 
25,3590 


26,9004 
27, 295} 
32,34 
28,54 
955” 

45 

46 

49 

50 

56 


D. COLLATERAL DUTY IDENTIFICATION 

The identification of collateral duties presented a problem. Most officers have more 
than one collateral duty, but this survey asked them to focus on only one duty. Also, 
while the names of the collateral duties tend to be somewhat standardized across air 
stations, the duties actually required are not. At small air stations, functions may be 
consolidated into a generic collateral duty, such as the assistant administrative officer, 
while at large units these same functions may be identified as specific collateral duties 
and assigned to different individuals who report to the assistant administrative officer. 

Collateral duties are also based on the particular mission of the air station, and may 
be one of a kind, such as the duties associated with Operation Bahamas and Turks and 
Caicos (a special law enforcement mission) which exist solely at Air Station Clearwater. 
Also, departments with different names may have similar functions at different air 
stations, and vice versa. For example, civil engineering duties may be handled by the 
Public Works department at one air station, and by the Group Engineering department at 
a combined Coast Guard Group and Air Station. At most air stations, the Engineering 
department is assumed to handle only aircraft maintenance and aeronautical engineering 
matters, and is not responsible for civil engineering. 

This research tackled these problems of collateral duty identification by grouping 
collateral duties using three different methods. The first method categorizes all collateral 
duties by department, the second categorizes by department and level within that 
department, and the third categorize: by specifie collateral duties as identified by the 


respondents. 
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The first method combined all the collateral duties in a particular department to 
form an overall picture of that department. This ensured a relatively large sample size, 
so the statistical reliability of the analysis by department is fairly high. Departments were 
identified from the survey data. 

The standard departmental organization of Coast Guard air stations as stated in 
COMDTINST M3710.1B, the Coast Guard Air Operations Manual, was assumed. A 
department response of "other", followed by a fill-in area to specify the department name, 
was designed in the survey to catch any unique departmental organizations. Only 18 
"other" responses were made. Only three questionnaires were returned from officers 
assigned to the NAFA department, and one questionnaire was returned from an aviator 
assigned to a Medical department. These were also included in the "other" category. 
Because this is a miscellaneous collection of departments, the "other" department is not 
included in the analysis of departments. 

A disadvantage of this method of grouping duties is that the information regarding 
more specific collateral duties within the departments is lost. This method is good for 
general comparisons between departments, but does not really specify any collateral 
duties. 

The second method provides more specific information, while still maintaining a 
relatively large sample size for each category. Duties were grouped by department and 
the level of the chain of command within that department. This provides identification 
of collateral duties for the upper levels of the department (the department head and 


assistant department head) as usually only one individual is assigned to these levels. 
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However, at the division officer level and below, many specific collateral duties were 
again merged together to form a more general picture. For example, Law Enforcement 
and Communications may be two separate divisions of the Operations department, but 
because they are both at the same level of the chain of command within the same 
department, the analysis of data reflects the assumption that these are the same collateral 
duty. 

The sample sizes resulting from this categorization method are smaller than the 
previous method. This 1s because this survey focused on only one of the many collateral 
duties an aviator may be assigned. As the number of collateral duty groupings increase, 
the number within each group decreases. However, over 75 percent of the population 
responded to this survey, so this method of grouping provides adequate sample sizes for 
most duties and yields useful information regarding specific collateral duties. 

To get the specific information about collateral duties at and below the division 
level, the survey had a fill-in-the-blank area for respondents to write the name of the 
specific collateral duty for which they completed the survey. However, only about 25 
percent of the respondents wrote down this information. From this limited information, 
collateral duties which are assumed to be relatively standardized, such as the Educational 
Services Officer (ESO) and Flight Schedules officer, and had three or more responses, 
were analyzed separately. 

While this provides information on very specific collateral duties, the analysis must 
consider the statistical inference problems associated with a small sample size. For 


example, if one ESO reported very hich satisfaction from the job, another reported very 
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low satisfaction, and a third reported neutral satisfaction, the reported mean satisfaction 
would indicate relatively neutral satisfaction overall, although though the majority (two 


of the three officers) definitely did not have neutral satisfaction. 


E. ANALYSIS 

Participants were requested to mark their answers to the questions on a Trans-Optic 
General Purpose answer sheet, which made coding the results very quick and accurate. 
Hand written comments, which were made on approximately 24% of the returned 
questionnaires, were analyzed separately. The answer sheets were processed using the 
NCS OpScan 5 hardware and ScanTools release 2.4a software located at the Defense 
Manpower Data Center in Monterey CA. 

These data were examined for errors such as multiple responses and incomplete 
erasures, and corrections made using the original answer sheets. The survey results for 
each question and basic descriptive statistics are included in Appendix B. 

The processed data were uploaded to the Amdahl 5990 mainframe computer at the 
Naval Postgraduate School for analysis. Fifty of the 457 data records stored in the 
mainframe were selected at random for a quality control comparison with the original 
answer sheets. Each record had 59 fields (responses to 56 survey questions plus control 
information). A total of 2950 fields were examined; no errors were detected. 

As indicated in Table I, several of the variables of special interest, such as collateral 
duty satisfaction (CDSATIS). career satisfaction (CARSATIS) and the core job 


characteristics were obtained by taking the mean value of the associated questions. 
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Multiple questions regarding these variables were asked to increase the construct validity 
of the variables (ie. increase the probability that what was actually measured was what 
was desired to be measured). A measure of the internal consistency reliability of these 
variables, called Cronbach's Alpha, was obtained using version 4.0 of the Statistical 
Package for Social Sciences PC Plus (SPSS PC+) software. These results are listed in 
Table II. 


TABLE IJ RELIABILITY OF VARIABLES 


Variable Alpha 
Coefficient 
AUTONOMY . 1929 
TASKID T8030 
AFEEDBAK 39307 
TASKSIG 209590 
DEALOTH . 7485 
JFEEDBAK -8026 
COWORK -6/18 
SUPER -9159 
LEAD . 7880 
CARSATIS -6300 
CDSATIS οι 


The statistical analysis software used in this research was Statistical Analysis 
System (SAS) version 5.18, which was installed on the mainframe computer at the Naval 
Postgraduate School. 

Relationships between collateral duty satisfaction and other variables were analyzed 
using Pearson correlation coefficients, commonly referred to as r values. By definition, 
r values range between 1.0 (perfectly correlated) and 1.9 (perfectly negatively correlated), 


with a value of 0.0 indicating vo linear relationship at al. A matrix of r values, 
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corresponding levels of significance (&), and the number of observations for each variable 
is included in Appendix C. One important fact to remember throughout any correlation 
analysis is that correlation does not necessarily mean causation. A reasonable theory must 
be used to make any conclusions about the cause of strong correlations. 

To determine the reasons why one collateral duty 1s reportedly more satisfying than 
another, variables from the survey data that are associated with job characteristics, 
management characteristics, and individual characteristics were identified. These 


variables are listed in Table III. 


TABLE HI VARIABLES GROUPED BY CHARACTERISTIC 


Job Management Individual 
Characteristics Characteristics Characteristics 
VARIETY SUPER RANK 
TASKID COWORK AGE 
TASKSIG CDTITIIME SOURCE 
AUTONOMY CDASSIGN OFE AV 
JFEEDBAK NO CD QUAL 
AFEEDBAK OERBAL 

DEALOTH 

LEAD 

PRO AV 

PRO OFF 

AVKSA 

OFFKSA 


The variables used to identify job characteristics include the five core characteristics 
from Hackman and Oldham's model (variety, task identity (TASKID), task significance 
(TASKSIG), autonomy, and feedback from the job (JFEEDBAK) and the two diagnostic 
job characteristics from the Job Description Survey (feedback from agents (AFEEDBAK) 


and dealing with others (DEALOTIN) Five variables were created for this research to 


298 








measure the leadership opportunities (LEAD), the professional development as an officer 
and aviator (PRO. OFF and PRO. AV), and the officer and aviator knowledge, skills, and 
abilities required in the job (OFFKSA and AVKSA). 

The management characteristics are designed to capture some of the influences on 
collateral duty satisfaction that a supervisor can control. Included are the SUPER and 
COWORK context moderators from the Job Characteristics Model, which describe the 
satisfaction of an individual toward his or her supervisor and coworkers. The other 
management variables identify how long an individual has had a duty (CDTIME), how 
much influence the individual had on being the assigned collateral duty (CDASSIGN, i.e. 
volunteered or directed), how many collateral duties an individual is assigned (NO CD), 
and how the Officer Evaluation Reports (OERs) balance primary and collateral duties 
(OERBAL). 

The individual characteristics are those variables which describe the individual 
performing a collateral duty. These include rank, age, commissioning source (SOURCE), 
officer-aviator orientation (OFF_AV), and aviator qualification (QUAL). 

To assist in the comparison of these variables within groupings of collateral duties, 
several analysis of variance (ANOVA) F-tests and subsequent t-tests were performed. 
The F-tests determined if a collateral duty (as identified by department, department and 
level, or by specific duty) had a significant effect on the relevant dependent variable (e.g. 
CDSATIS or a characteristic variable). If the F-test was significant (a = .05), a t-test was 
performed to determine if the mean value of the dependent variable was significantly 


different between the groups of collateral duties. The t-tests were also conducted at a 
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significant level of «© = .05 (i.e. 95 percent confident that something other than random 
error accounted for the differences between mean values). 

To determine the relative influence and importance of the various characteristics on 
collateral duty satisfaction,  multiple-regression models were analyzed. Variables 
associated with these characteristics were also compared to collateral duty satisfaction 
using correlation analysis. Finally, written comments from the survey respondents were 
examined. 

Having stated the background assumptions and the various models and methods 


used in the analysis, the next chapter will discuss and analyze the results of this research. 
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IV. RESULTS AND DISCUSSION 


This chapter analyzes the data which will answer the study’s five fundamental 


research questions. These questions are: 


1. Is collateral duty satisfaction related to career satisfaction and retention? 
2. Which are the most and least satisfying collateral duties? 

3. Are job characteristics related to collateral duty satisfaction? 

4. Are management characteristics related to collateral duty satisfaction? 


5. Are individual characteristics related to collateral duty satisfaction? 


After answering these questions, the differences between collateral duties will be 
analyzed using these characteristics to determine strong and weak areas of various duties. 
Table IV provides a summary of the demographic characteristics of the sample 
responding to the survey. The modal responses (most common) for age, rank, source, and 
aircraft qualification were 31-35 years old, Lieutenant, direct commissioned aviator, and 


Aircraft Commander (pilot) or Combat Information Center Officer (flight officer). 


A. RELATION BETWEEN COLLATERAL DUTY AND CAREER 
SATISFACTION 
The first part of the first research question asks if there js a relationship between 


collateral duty satisfaction and caree: satisfaction. and was asked directly in survey 
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TABLE IV POPULATION DEMOGRAPHIC INFORMATION 


AGE % RANK % SOURCE $ QUAL 8 
οι B 9 Academy : CP 16.9 
Z26730 CN AVCAD : EP 14.7 
ο 3509 DCA ; AC/CICO 42.5 
36-39 18.2 OCS (E) s Inst 11 Ὁ 
» 40 TO OCS : FE 14.9 





question 12. The mean score for the population is 3.85, which indicates an influence 
closer to "fairly strong’ than "moderate." 

The correlation r-values between collateral duty satisfaction (CDSATIS) and career 
satisfaction is .42, which is significant (& — .0001). Compared with the results of the 
survey question, the r value of .42 represents a fairly strong, though not perfect, 
correlation. A proposed explanation is that collateral duties are only part of an aviator’s 
work experiences. As Hasselbalch (1990) determined, there are many facets of the 
overall work experience which contribute to career satisfaction in Coast Guard officers. 
It is reasonable to expect that the more an individual is satisfied with his or her collateral 
duties, the more likely he or she be satisfied with a Coast Guard career. Thus, this 
correlation implies the more aviators are satisfied with their collateral duties, the more 


likely they are to have a satisfying career. 
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B. RELATION BETWEEN COLLATERAL DUTY SATISFACTION AND 

RETENTION 

The second part of the first research question asks if there is a relation between 
collateral duty satisfaction and retention. The r-value of this correlation is .23, and is also 
significant (« = .0001). The lower correlation between collateral duty satisfaction and 
retention was expected because there are additional external factors, such as job market 
opportunities, that influence retention. Although there is no data available about Coast 
Guard aviators resigning prior to retirement, anecdotal evidence gathered from discussion 
with several aviators has indicated that collateral duty satisfaction is not a primary factor 
in a retention decision, but is usually a secondary or tertiary consideration. However, in 
the comments section of the survey, two aviators clearly stated they would resign their 
commissions because they were extremely dissatisfied with their collateral duties. These 
comments and the very high significance level and positive value of this correlation 
coefficient indicate that the more an aviator is satisfied with his or her collateral duties, 
the more likely he or she intends to stay in the service. 

Based on the direct survey question about collateral duty and career satisfaction, 
correlation coefficients, and qualitative comments, it is clear there is a fairly strong 
positive relationship between collateral duty satisfaction and career satisfaction, and a 
positive, but a less strong, relationship with retention intentions. 

Having established these relationships and the relative importance of collateral duty 


Satisfaction, the next research question will be analyzed. 
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C. THE MOST AND LEAST SATISFYING COLLATERAL DUTIES 

To determine which collateral duties are the most and least satisfying, collateral 
duties were identified and grouped using the three different methods discussed in the 
previous chapter. The mean score of collateral duty satisfaction for each group was 
analyzed using ANOVA F-tests and t-tests (& = .05) to determine statistically significant 


differences between collateral duties. 


1. Collateral duties grouped by department 

Table V contains the mean scores of collateral duty satisfaction (CDSATIS) 
for each department. The Engineering department has the highest reported collateral duty 
satisfaction. The relatively high mean CDSATIS score for the Engineering department 
(4.69 with a 5.0 maximum) shows that most officers in Engineering are closer to being 
"satisfied" with their collateral duties than "slightly satisfied." The mean scores of 
collateral duty satisfaction in all departments are above a value of 3.0 (a "neutral" rating 
of collateral duty satisfaction). Thus, even the Administration department, which has the 
lowest reported mean level of collateral duty satisfaction, has a level of satisfaction 
greater than "neutral." 

Table VI lists the significant differences in CDSATIS between departments. 
The Engineering department reported a significantly higher mean CDS ATIS score than 
all other departments. This indicates that the Engineering department provides the most 
satisfying collateral duties of any other air station department. The Administration 
department was significantly lower than three ether departments. but was not significantly 


different from the Safety and Supply departments. 
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TABLE V RANKINGS OF CDSATIS BY DEPARTMENT 





Department CDSATIS CDSATIS N 
Mean Std Dev 
Engineering 4.691 060 60 
Public Works ο οὓς 1.5 43 
Safety 3.706 1:26 29 
Operations Sno 07 1.24 165 
Supply 55 150 28 
Administration 3.242 . 26 205 


TABLE VI SIGNIFICANT DIFFERENCES IN CDSATIS BETWEEN DEPARTMENTS 


Department 1 is significantly more satisfying than Department 2 


Engineering PW 
Engineering Safety 
Engineering Operations 
Engineering Supply 
Engineering Admin 

PW Admin 
Operations Admin 


The second method of classifying collateral duties defines collateral duties 
more specifically than just by department and provides further insight into which 


collateral duties are the most and least satisfying. 


2. | Collateral duties grouped by department and level 
Twenty one collateral duty groups were identified by department and level. 
Because not all air stations have all the levels in all of their departments, and in order to 
maintain sufficient sample size in each category, some levels have been combined. For 
example, data from an aviator assigned as a division officer in the Public Works 


department were combined with data from all those who reported they were either a 


DS 


division, assistant division, or other assigned officer in Public Works. In this example, 
these duties were combined into a collateral duty labeled “Public Works - Other." 

Table VII lists the mean collateral duty satisfaction scores and number of 
observations in each of these 21 collateral duties. The scale on the survey ranged from 
] (dissatisfying) to 5 (satisfying), and a score of 3 was described as "neutral." Nineteen 
of these 21 collateral duty groups had mean values above 3.0, indicating more than 
neutral satisfaction. The lowest mean value was 2.67, which is still more of a "neutral" 
response than a "slightly dissatisfied" (score — 2) response. Taken in this context, there 
are only two collateral duties (Assistant Administration and Supply-Other) which are 
perceived as being even slightly dissatisfying. 

Again, the duties within the Engineering department have the highest reported 
levels of satisfaction. These four Engineering collateral duties are significantly higher in 
reported mean satisfaction than every other listed collateral duty except for two (Assistant 
Operations and Safety-Other). Also, there are no significant differences in collateral duty 
satisfaction between levels within the Engineering department, which indicate that the 
factors causing this high satisfaction permeate the department. 

On the other hand, the Administration, Operations, and Supply departments 
have differences in collateral duty satisfaction within their levels. The Assistant 
Administration Officer tends to be less satisfied than his or her department head and 
division officers. The Assistant Operations Officer is significantly more satisfied with his 
or her collateral duty than the “other” assigned officers in Operations. While the Supply 


department head has a ‘slightly satisfving” ccUateral duty. the “other” assigned officers 
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TABLE VII RANKINGS OF COLLATERAL DUTIES BY DEPARTMENT AND 


LEVEL 

Collateral Mean Collateral Mean 

Duty CDSATIS N Duty CDSATIS N 
(Std Dev) (Std Dev) 

Engineering Administration 

- Officer 4.81 18 - Officer 3:70 25 
(0.49) (0.99) 

- Assistant 4.62 13 - Assistant 2200 22 
60x 4) (1.13) 

= Division que 23 - Division 3 3 11 
(0.66) (1.19) 

- Other 4.67 6 - Other 3.10 47 
(0752) (15537) 

Operations Public Works 

- Assistant Zu lS 23 - Officer 3.94 17 
(0.97) (1.06) 

- Division 325i 22 - Assistant η 12 
(1.26) 1. 25) 

- Asst. Div. m 247 - Other 3.96 13 
(1.11) (1-0; 

= Other 3.43 ee 
(15:22) 

Safety Supply 

— Officer 3.77 15 - Officer 3.69 13 
(1736) (1.45) 

- Assistant 3.62 6 - Assistant 33 9 
(1-13) (1250) 

- Other 3236 7 - Other 2.67 6 
(1227) (363) 


are significantly lower with a rating of less than neutral collateral duty satisfaction. All 
other differences, both within and between groups, are not significant. 

This method of grouping is very helpful in examining fairly broad categories 
of collateral duties, but it does not identify the specific collateral duties of the division 
officers and their subordinates. The last method of grouping attempts to obtain this 


specific information. 
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3. Collateral duties grouped by specific job 
The information presented in Table VIII ranks, by relative satisfaction, the 
collateral duties which were specifically identified by the survey respondents. Some 


collateral duties, such as Special Services and Legal Affairs, are not included because 


TABLE VIII RANKING OF SPECIFIC COLLATERAL DUTIES 


Collateral CDSATIS CDSATIS 

Duty Mean Std Dev N 
Schedules 4.50 ου 5 
Training 4.10 0.45 5 
MIS 4.00 1.08 4 
PAO 3.90 ο 5 
Morale 3.83 1.04 3 
Law Enf 3.58 0.97 6 
Flt Sve 32500 1.49 8 
Personnel 3.00 1.00 6 
Stan 3.00 1.658 4 
ESO ο. 1.47 7 
CMS ΙΙ 1.47 6 


they were either not specifically identified by respondents or only two or less responses 
were made for that duty. Table IX lists the specific collateral duties which had 
significantly different means for collateral duty satisfaction from each other. The sample 
size of each specific collateral duty is small, so caution should be used in statistical 
inference. 

With this caution in mind, it appears that the most satisfying specified 
collateral duty is the Schedules Officer, as it is significantly more satisfying than three 
other specified duties (Personnel. Educational Services Officer (ESO), and the 


Communications Security Matezral Svstem (CMS) custodian). At the other extreme is the 
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TABLE IX SIGNIFICANT DIFFERENCES IN CDSATIS BETWEEN SPECIFIC 
COLLATERAL DUTIES 


Collateral is significantly more satisfying than Collateral 
Duty I Duty 2 
Schedules Personnel 
Schedules ESO 
Schedules CMS 
Training CMS 

MIS CMS 

PAO CMS 

Law Enf CMS 

Bit Svc CMS 


CMS custodian duty, which is significantly less satisfying than six other duties. Even 
though the sample size is small, the mean score of 2.17 from the six respondents indicate 
that the CMS duty is the only collateral duty which is "slightly dissatisfying." The ESO 
duty also reported a mean value less than 3.0 (neutral satisfaction), and five of the seven 


scores for collateral duty satisfaction are less than 2.5. 


4. Summary of collateral duty satisfaction rankings 
Using the three methods of identifying collateral duties, the most and least 
satisfying collateral duties have been determined, and are listed in Tables V, VIII, and IX. 
By far, the Engineering department provides the most satisfying collateral duties. The 
lowest mean satisfaction scores were from the Administration department, but all 
departments reported above "neutral" satisfaction. Four collateral duties reported mean 
scores less than "neutral" satisfaction (Assistant Administration, Supply-Other, ESO, and 


CMS custodian). 
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The analysis of this question has shown that there are differences in collateral 
duty satisfaction among the various duties. The final three research questions examine 


the job, management, and individual characteristics which may influence job satisfaction. 


D. JOB CHARACTERISTICS AND COLLATERAL DUTY SATISFACTION 
The third research question asks if there is a relation between job characteristics and 
collateral duty satisfaction. One model to explain these differences is Hackman and 
Oldham’s Job Characteristics model, so part of the analysis will determine if this theory 
explains the differences noted between various departments. The more specific job 
characteristics developed for this study will also be analyzed. This analysis uses 
correlation, multiple regression models, and a review of the qualitative comments made 


by respondents. 


1. Job Characteristic Correlations 
Table X lists the correlation coefficients between collateral duty satisfaction 
and the variables used to measure job characteristics. All job characteristics are positively 
related to collateral duty satisfaction and are significant to œ = .0001. 


TABLE X CDSATIS CORRELATIONS WITH JOB CHARACTERISTICS 


* VARIETY 5 * JFEEDBAK .50 PRO OFF 259 
* TASKID .45 AFEEDBAK  .40 PRO AV Al 
* TASKSIG En DEALOTH «37 OFFKSA #24 
* AUTONOMY .58 LEAD .54 AVKSA .28 


* denotes core job characteristic from Hackman and Oldham 
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Hackman and Oldham’s five core job characteristics (variety, task identity 
(TASKID), task significance (TASKSIG), autonomy, and feedback from the job 
(JFEEDBAK)) have relatively high r values. The two additional diagnostic job 
characteristics developed by Hackman and Oldham (feedback from agents (AFEEDBAK) 
and dealing with others (DEALOTH)) have lower, but still moderately strong positive 
correlations. The characteristics developed specifically for this research (leadership 
opportunities (LEAD), professional development as an aviator (PRO_AV) and/or officer 
(PRO OFF), and the aviator (AVKSA) and/or officer (OFFKSA) knowledge, skills, and 
abilities required had mixed results. The strongest correlations of with collateral duty 
satisfaction are leadership opportunities (r 2 .54) and PRO OFF (r - .50). While still 
showing a significant relationship, the lowest correlations were from the officer and 
aviator knowledge skills and abilities required (r = .28 and .24 respectively). 

These correlations support the job characteristics theory. The correlation 
coefficients not only suggest that increases in all of these job characteristics should 
increase collateral duty satisfaction, but the differences in r values imply that some job 


characteristics may be more influential than others. 


2. | The most influential job characteristics 
Using a multiple regression model with all 12 job characteristic variables 
resulted in a model which explained about 56 percent of the variance in collateral duty 
satisfaction. However, many of the variables in this model are related, which causes 
severe multicollinearity (a statistical problem). To reduce this problem, some variables 


were deleted. A regression of the five core job characteristics of the Hackman-Oldham 


4] 


model explained over 49 percent of the variance in collateral duty satisfaction scores. 
This indicates that this model does a fairly good job of explaining the differences in the 
reported collateral duty satisfaction. 

A regression using the three most influential of all 12 characteristics explained 
48 percent of the collateral duty satisfaction variance. These three characteristics are 
autonomy (B = .50), task significance (B — .31), and leadership (B — .27). These job 
characteristics are thus determined to have the most influence on collateral duty 


satisfaction. 


3. Job characteristic mean scores 
Table XI summarizes the mean scores of each of the job characteristics from 
the survey respondents. Overall, the scores for the most influential characteristics 
(AUTONOMY, TASKSIG, and LEAD) are somewhat high, with task significance scoring 
second highest. The scores which are below a 3.0 indicate that collateral duties tend not 
to provide opportunities for professional growth as an aviator, and do not require the 
skills of either an officer or an aviator. 


TABLE XI MEAN SCORES OF JOB CHARACTERISTICS 


VARIETY 3.60 JFEEDBAK 3.42 PRO OFF 3., 8E 
(1.06) (0.99) 7 (1.20) 
TASKID 3.63 AFEEDBAK SC PRO AV 25 
(1.02) (1.02) (1.62) 
TASKSIG 4.15 DEALOTH τ 5ο OFFKSA 2.19 
(0.90) (0.81) (1.53) 
AUTONOMY 3.83 LEAD 3.49 AVKSA 1.96 
(0.94) (1.33) (1.529 


(Numbers in parenthesis indicate standard deviation) 
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4. Aviator comments regarding job characteristics 

Of the written comments made by 109 officers, at least 30 were concerned 
with job characteristics. Of the twelve officers who remarked they were more than 
satisfied with their collateral duty, nine were from the Engineering department. 

Fifteen of the comments specifically mention dissatisfaction with task 
significance and variety. As one officer wrote, “updating and changing DoD and NOAA 
publications for 18 months is not very challenging.” Nine officers describe their collateral 
duty as "busy work", "trivial", or "bogus." Four officers mention that although they feel 
their job was significant, they think the overall perception among junior officers is that 
collateral duties are insignificant. Three other officers mention that while their collateral 
duty is important, they are dissatisfied with the additional "pet projects" they are tasked 
to complete. Five comments express dissatisfaction with the leadership opportunities or 
a lack of responsibility. One officer remarked that in eight years as a Coast Guard 
officer, he has never supervised anyone. 

Overall, the qualitative comments reflect and support the statistical 
determinations of the great importance and influence of job characteristics on collateral 
duty satisfaction. The survey data reveal that most officers feel their duty is significant, 
but the comments suggest some officers do not feel the collateral duties of other officers 
are significant. Also most aviators feel their duties do not require the knowledge, skills, 
and abilities of a Coast Guard officer or aviator to complete. There were comments made 


regarding the lack of autonomy, but most of these comments were directed more towards 
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the "micro-management" of supervisors, and not the autonomy provided by the job itself. 


The issue of "micro-management" will be discussed in tbe next section. 


E. MANAGEMENT CHARACTERISTICS AND SATISFACTION 

The fourth research question asks if there is a relation between collateral duty 
management and satisfaction. In other words, what management techniques are associated 
with increased collateral duty satisfaction? This question is answered using correlations, 


regression analysis, and a review of the pertinent comments made by aviators. 


1. Management characteristic correlations 

The six management characteristics measured were satisfaction with coworkers 
(COWORK), satisfaction with supervisor (SUPER), the ability of an individual to 
influence their assignment to a collateral duty (CDASSIGN), how long the collateral duty 
has been performed (CDTIME), the number of collateral duties assigned (NO. CD), and 
whether the Officer Evaluation Report (OER) adequately balances aviation and collateral 
duties (OERBAL). 

While all the correlations with collateral duty satisfaction are significant, the 
strongest positive relationships (à — .0001) are those between satisfaction with coworker 
(r 2 .51), the ability to influence assignment (r = .48), and satisfaction with supervisor (r 
= .47). These suggest that satisfaction increases as an individual is satisfied by their 
coworkers, is able to choose their own collateral duty, and is satisfied with his or her 


Supervisor. 


The three other characteristics have a less strong relation, with two of those 
three being negative. These correlations suggest that individuals generally become more 
satisfied as their OERs emphasize their aviation duty (OERBAL r = .23), the number of 
collateral duties assigned decreases (NO_CD r = -.21), and if they have not been assigned 
the duty very long (CDTIME r = -.10). However, the very low correlation coefficient of 
CDTIME and the reduced significance (a = .03) imply that how long a collateral duty has 


been held is not a major influence on collateral duty satisfaction. 


2. | Most influential management characteristics 

A multiple regression model of the six management characteristic variables 
explained 45 percent of the variance in collateral duty satisfaction. Of the six variables, 
only OERBAL was not a significant factor in predicting collateral duty satisfaction. 

Another multiple regression model using only the three most influential 
characteristics explained 42 percent of the variation, and reduced the adverse effects of 
multicollinearity of the first model. These three management characteristics are an 
individual's satisfaction with their coworkers (B = .53), the ability to influence their 
assignment to a duty (B = .32), and satisfaction with their supervisor (B = .28). 

The explanatory power of these models is fairly high, which indicates that 
how a collateral duty is administered and managed is a major factor in satisfaction. A 
review of the mean scores reported by the respondents will show how much of these 


influential characteristics are actually present in collateral duties overall. 
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3. Management characteristics mean scores 

Table XII provides a summary of the mean reported scores for the six 
management characteristics. Two of the most influential characteristics have relatively 
high scores (COWORK and SUPER), but the ability to influence collateral duty 
assignment (CDASSIGN) is just slightly above a moderate level (3.0). The score for 
OERBAL indicates that most officers believe somewhat too much emphasis is placed on 
collateral duties in their evaluations. The scores of CDTIME and NO_CD indicate that 
the average’ aviator has been assigned his or her collateral duty between six months and 
one year, and also has between two and three other collateral duties to perform at the 
same time. 


TABLE XII MEAN SCORES OF MANAGEMENT CHARACTERISTICS 


COWORK 4.12 CDASSIGN Ον τα NO CD 2.53 
(0.72) (1.23) " (1.36) 
SUPER 3.795 CIDTIME Ον) OERBAL 1.97 
απ οἱ Γ 25) (0.82) 


(Numbers in parenthesis indicate standard deviation) 


4. Aviator comments about management 
Over 95 of the 109 written comments mentioned an aspect of the management 
of collateral duties. This clear majority of the written comments indicates that 
management of collateral duties is important to aviators. However, no comments were 
made regarding satisfaction. with. coworkers, and only two comments specifically 


mentioned dissatisfaction with the way collateral duties were assigned. 
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Fourteen comments are made regarding supervisors, and only two of them are 
complimentary. Four officers remark that they perceive the distribution of collateral 
duties is unbalanced. In other words, they feel they are overloaded, and see other officers 
not working as hard as they are. Three officers complain of the "micro-management" of 
a supervisor. This is interpreted to mean the supervisor 15 highly directive, and does not 
allow these officers the autonomy to complete their jobs. Two comments express dismay 
at a lack of supervisor support. 

The most popular comment, with over 40 responses, concerns the time 
management conflict between collateral duties and flying. These comments incorporate 
having too many collateral duties and having to settle for "good enough” (satisficing) 
performance instead of optimizing performance. These comments indicate that collateral 
duties themselves are not necessarily dissatisfying, but not having enough time to become 
proficient in them, complete them all, and still remain proficient in flying is very 
dissatisfying. Six officers mention flight safety is being degraded, five officers state they 
are "burned out", and two state they will resign their commission because of this conflict. 

The outcry of excessive collateral duties is very strong from those aviators 
assigned to combined Group-Air Stations. The typical comment is paraphrased as "I 
thought I had too many collateral duties at my previous air station, but that was nothing 
compared to the sheer overload here." The survey was not designed to differentiate 
between combined Group-Air Stations and other air stations, yet this distinction was made 


clear by the comments of the aviators. 
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The next largest group of comments, made by at least 27 officers, concerns 
the staffing of air stations. The general trend of these comments acknowledges that 
collateral duties are necessary, but aviators should not necessarily perform all of them. 
Suggestions are made to increase air station staffing of support personnel (both enlisted 
and officer) so that aviators are relieved of some collateral duties, thus reducing the 
staffing requirements for aviators. The Limited Duty Officer (LDO) program for aviators 
is also suggested so that those officers who only want to fly and have aviation related 
collateral duties could do so. 

Twenty-one comments are made that a perceived reversal of priorities has 
occured in regards to collateral and primary duties. The perception is that the primary 
duty of aviators, i.e. accomplishing the missions of Coast Guard aviation, is less important 
than jobs created to support the accomplishment of those missions (collateral duties). One 
officer quotes a line from an air station instruction which states "Flying, leave, and TAD 
(Temporary Additional Duty) interfere with normal duties and will not be considered as 
excuses for = 

Twelve aviators write that they are dissatisfied by the imbalance between 
collateral and primary duties on their OERs. The mean score of the variable which 
measured OER balance (OERBAL) is 1.97, which indicates collateral duties are stressed 
"somewhat too much." The distribution of responses to survey question 11 (Appendix 
B) clearly indicates that aviators in general perceive they are evaluated much more on 


collateral duty performance than flying performance. 
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Five first tour aviators express dissatisfaction because they spend too much 
time on collateral duties and not enough on leaming the intricacies of Coast Guard 
aviation. Two Lieutenant Commanders remark that they feel they may have sacrificed 
their competitiveness for promotion by only having performed aviation-related collateral 
duties throughout their Coast Guard careers, but still they are glad they never worked in 
a collateral duty that did not specifically involve aviation. 

Seven comments express concem over a lack of training and proper skills to 
accomplish the job. Two of these comments specifically address hazardous waste 
procedures. 

These qualitative comments support the statistical results of this study and 
indicate management characteristics have an important influence on job satisfaction. 
However, these comments also suggest that collateral duty satisfaction may be less 
important than simply having the time to become proficient in both flying and collateral 


duties. 


F. INDIVIDUAL CHARACTERISTICS AND SATISFACTION 

The last research question asks if there a relation between individual characteristics 
and collateral duty satisfaction. In other words, is it possible to identify certain individual 
traits or characteristics that will help ensure that a person will be satisfied with a 


collateral duty? The analysis techniques previously used will answer these questions. 
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J. Individual characteristic correlations 

A correlation analysis of the four of the five individual characteristics (rank, 
age, pilot/flight officer qualification (QUAL), and how an officer views himself or herself 
as an officer or aviator (OFF AV)) indicated only one significant relationship between 
these variables and collateral duty satisfaction. The aviator qualification had the highest 
r value (.17), which suggests that higher qualified aviators tend to have higher collateral 
duty satisfaction. Correlations for commissioning source were not analyzed because the 
Scores are not ordinal numbers. The low r values of these correlations indicate these are 
not strong relationships and further analysis of these characteristics would be meaningless. 

However, the perception of how an officer views himself or herself as an 
officer or aviator may be important in assigning collateral duties. It seems plausible that 
those who consider themselves mostly as aviators would prefer to have aviation-related 
collateral duties, and those who view themselves primarily as officers would do better in 
the more administrative collateral duties. An analysis of the data in this regard goes 
beyond the scope of this research, but is an area of interest and further research. 

Having established the importance of job and management characteristics on 
collateral duty satisfaction, the next section will determine which specific characteristics 


are the most influential on collateral duty satisfaction. 


G. MOST INFLUENTIAL CHARACTERISTICS ON SATISFACTION 
A regression model was run using the top three job and management 


characteristics. The results cf this model explained 56 percent of the variation of 
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collateral duty satisfaction, but had moderately high multicollinearity. A regression of the 
five most influential of these characteristics explained 55 percent of the variation, and 
reduced the multicollinearity to a moderate level. These five characteristics are autonomy 
(B = .38), task significance (B = .22), being able to influence the collateral duty 
assignment (B = .22), leadership opportunities (B = .21), and satisfaction with the 
supervisor (B 2 .20). Of all the job and management characteristics studied, these are the 
factors with the most influence on collateral duty satisfaction for Coast Guard aviators as 
a whole. Autonomy is by far the most influential on collateral duty satisfaction, being 
almost twice as strong as any other characteristic. 

However, these influences may change as officers progress throughout their careers. 
For example, autonomy is the most influential characteristic when all respondents are 
analyzed together. But is 1t the most important for all groups of aviators? Although 
individual characteristics were determined not to be influential on collateral duty 
Satisfaction as a whole, there may be differences in groups. Because rank is a common 


grouping of officers, the following section determines the most influential characteristics 


by rank. 


1. Most influential characteristics by rank 
A series of regression models was analyzed, which grouped officers into three 
ranks - Lieutenant (junior grade) (LTJG), Lieutenant (LT), and Lieutenant Commander 
(LCDR). There were only 13 Ensign (ENS) and 11 Commander (CDR) responses to the 
survey question conceminge rank. The responses from the 13 Ensigns were combined with 


the LTJG scores. but a model for the 11 Commanders was not performed. Each model 
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only examines the three most influential characteristics out of all the job and management 
characteristics which are identified. The effects of multicollinearity are slight in each of 
the models, and all of the characteristics in the models are significant (a = .003). The 
results of these models are listed in Table XIII. 

The model for ENS and LTJG explains 40 percent of the variance in collateral 
duty satisfaction scores. The most influential characteristics for these officers are 
autonomy (f 2 .36), task identity (B — .34), and variety (B — .32). 

A similar model for Lieutenants explains 64 percent of the collateral duty 
variance. The most influential characteristics are autonomy (B - .47), leadership 
opportunities (B = .40), and opportunities for professional development as an aviator 
(PRO_AV) (B = .21). The influence of both autonomy and leadership on collateral duty 


satisfaction is about twice as strong as that for PRO_AV. 


TABLE XIII. MOST INFLUENTIAL CHARACTERISTICS BY RANK 


ENS/LTJG DT LCDR 
AUTONOMY AUTONOMY AUTONOMY 
TASKID LEAD CDASSIGN 
VARIETY PRO AV CDTIME 


A model for Lieutenant Commanders explains 53 percent of the variance in 
collateral duty satisfaction, and the most influential characteristics are autonomy (B = .74), 


the ability to influence collateral duty assignment (B = .29), and the time spent in 
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collateral duties (CDTIME) (8 = -.23). The negative coefficient for CDTIME means 
collateral duties tend to be dissatisfying for these officers as time progresses. 

The most influential trait on collateral duty satisfaction for all ranks is 
autonomy, which confirms the previously described importance of autonomy. The second 
most influential characteristic for the entire sample is task significance, but it is not in the 
top three of any rank group. The moderate effects of multicollinearity in the general 
model may have caused this result, i.e. the variance of different characteristics noted in 
each rank group tend to cancel out when combined together and a related variable (task 
significance) emerges as a major influence. 

Having established that the influences of various characteristics vary with 
rank, the next section not only examines how the influential characteristics vary among 
departments, levels, and specific collateral duties, but also explains the variations in 
collateral duty satisfaction. Appendix D provides tables of the mean scores and standard 
deviations of all job, management, and individual characteristics by department and rank. 
These may be of interest to supervisors at air stations, as relatively weak and strong areas 


of these characteristics are identified by these groupings. 


H. COMPARISON OF CHARACTERISTICS BY DEPARTMENT 
Table XIV compares the mean scores of collateral duty satisfaction (CDSATIS) and 
the five most influential characteristics with the departments and the total mean scores of 


the sample. Most officers in al] departments are Lieutenants or below, thus the influential 
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characteristics for these officer ranks will also be examined. The significant differences 
between departments in all characteristics examined are listed in Appendix D. 
The Engineering department has the highest mean scores for each of these 


influential characteristics, and has significantly (a = .05) greater mean scores for all 


TABLE XIV MEAN RATINGS OF CHARACTERISTICS BY DEPARTMENT 


All Admin Eng Ops PW Safety | Supply 
N 457 197 61 165 43 29 28 
CDSATIS 369 3724 4.69 5 2e STR SUO 
AUTONOMY 3365 3.73 4.38 6 3298 4.20 3:68 
TASKSIG 4.15 32:098 4.70 4.04 4.16 4.34 3790 
CDASSIGN ο 5 η 4.02 Slo Zao 3.66 26 
LEAD 3.49 220 4.75 3.06 4.19 348 3.46 
SUPER πο S270 ooo aS 3792 3792 3.46 


characteristics (except satisfaction with the supervisor) than the Administration, 
Operations, Public Works, and Supply departments. However, the Engineering scores for 
autonomy, task significance (TASKSIG), satisfaction with supervisor (SUPER), and 
ability to influence collateral duty assignment (CDASSIGN) are not significantly different 
from Safety. The Engineering department also provides significantly more task identity, 
variety, and development as a professional aviator (characteristics which influence 
Lieutenants and below) than most of the other departments. These characteristics clearly 
indicate why the Engineering department has the highest overall collateral duty 


satisfaction. 
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The Safety department ranks third in collateral duty satisfaction, and scores above 
average in all characteristics except leadership. The opportunity for professional 
development as an aviator, an influential characteristics for Lieutenants and below, is 
significantly higher in Safety than all departments except Engineering. The Safety 
department’s variety scores are also significantly higher than three other departments 
(Administration, Operations, and Supply). 

Operations ranked fourth, and was below average for all characteristics except task 
significance. The autonomy and variety scores are significantly less than three other 
departments (Engineering, Public Works, and Safety), but the professional development 
as an aviator score is higher than Public Works, Supply, and Administration. 

Public Works, Supply, and Administration are the departments in which individuals 
have less influence in their assignment (CDASSIGN, i.e. they are directed rather than 
volunteer for the collateral duty). Of the five most influential characteristics, the ability 
to influence collateral duty assignment is the only characteristic which has scores of less 
than 3.0 (which indicates less than "neutral" satisfaction). One trait these three 
departments share is that they are considered to be support departments, and are not 
directly involved in flight operations. The relatively low opportunities for professional 
development as an aviator in these departments and the relatively high value of this 
characteristic to Lieutenants may explain why these officers tend not to volunteer for 
these departments. 

The collateral duty satisfaction «cores in the Public Works department were higher 


than any other department. except Engineering. These scores indicate that although 
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officers tend not to volunteer to this duty, once they are assigned, the officers find the 
Public Works duties quite satisfying, and enjoy above average autonomy, task 
significance, leadership opportunities, and satisfaction with supervisors. These 
characteristics result in increased collateral duty satisfaction. 

The Supply department has significantly lower CDASSIGN scores than all other 
departments, and ranks last in task significance. The variety score 1s significantly lower 
than three other departments, however the low scores in professional development as an 
aviator may be partially offset by the leadership opportunities, which rank third overall. 

The Administration department has the lowest collateral duty satisfaction scores. 
It also has the second to lowest means scores of task significance, being able to influence 
collateral duty assignment, and leadership. The administration department has 
significantly less variety than three other departments and less professional development 
as an aviator opportunities than four departments. These characteristics explain the lower 
collateral duty satisfaction in this department. 

The comparison of the most influential characteristics explains the differences 
between the collateral duty satisfaction scores among the departments, and shows why the 
Engineering department provides higher levels of satisfaction than other departments. The 
next section will examine how these characteristics vary within the hierarchy of the chain 


of command at air stations. 


J. COMPARISON OF CHARACTERISTICS BY LEVEL 
Table XV compares the mean scores and standard deviations of collateral duty 
satisfaction and the five influential characteristics for the total sample and for specific 


levels in the departmental chain of command. The department heads have significantly 


TABLE XV MEAN RATINGS OF CHARACTERISTICS BY LEVEL 


All Dept Asst Div Asst Other 
Head Dept Div 
N 457 29 90 90 ES 141 
CDSATIS ο ο ΘΗ ΒΞ 3.84 357 ἢ 
Κο) (d 0) (1525) (1.24) τ] Cis 2) 
AUTONOMY SIUS 4.07 SETS mE 3.84 ο τι 
(0.94) (0058 7) (0.88) (02 89) (0-98) (1702) 
TASKSIG ο ο 4. 43 4.17 4.09 4.18 HE 
(1.02) (0.80) (0 55) (0.90) (0:98) COO 
CDASSIGN BIB 3.46 2098 posl Ξε; 2:99 
up] (1229) 1) (1.10) (I-11) ια) 
LEAD πη 4.38 νο 3989 ZI 2 ὃν 
55) (0.92) 07 ΠΠ ΤΟ) (P29) (9 
SUPER 3. hb 37.06 ο ο ο ο 3.94 SOT 


(li Os) (1.04) (15.03) (009216) (0.83) (1.04) 


(Numbers in parenthesis indicate standard deviation) 


higher scores in leadership than all other levels, and also report higher autonomy scores 
than all levels except the assistant department heads. There was no significant difference 
in the satisfaction with the supervisor between all levels. The bottom of the departmental 
chain of command, the other assigned officers, reported significantly lower scores in 
leadership than every level except the assistant division officers. With the exception of 
satisfaction with supervisor, the "other" assigned officers have significantly less of each 


of these characteristics than the department head: 
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While collateral duty satisfaction (CDSATIS) tends to decrease with level, the only 
characteristic which constantly decreases with level is leadership opportunities (LEAD). 
These scores decrease such that both the assistant division officers and other assigned 
officers are "slightly dissatisfied" with their leadership opportunities. From the tables in 
Appendix C, the significant correlation coefficient of -.49 between leadership 
opportunities (LEAD) and level in the chain of command (LEVEL) strongly supports this 
(a score of 1 in LEVEL indicates a higher level than a score of 5, and a score of 1 in 
LEAD is less satisfying than a score of 5, hence the negative coefficient). 

The influence of leadership opportunities is the second most influential characteristic 
for Lieutenants and the third most influential for Assistant Division officers. The power 
of this influence can be seen by examining its effect on collateral duty satisfaction 
(CDSATIS) at the Assistant Division level. This level reports the highest scores of 
satisfaction with supervisors (SUPER), and the second highest scores of autonomy, task 
significance (TASKSIG), and ability to influence collateral duty assignment 
(CDASSIGN). Yet this level scored the second lowest CDSATIS score, and the second 


lowest LEAD score. Clearly, leadership opportunities are very important to these officers. 


J. COMPARISON OF CHARACTERISTICS BY SPECIFIC DUTIES 

Earlier in this chapter, the duty of Schedules Officer and CMS custodian were found 
to be the most and least satisfying of the collateral duties specifically mentioned by name 
by the survey respondents. This section will compare the job characteristics of these 


duties, and explauw the differences between these extremes. The mean rank of the five 
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schedules officers (3.0) tended to be slightly higher than the six CMS custodians (2.5), 
so the general characteristics influencing all officers will be supplemented with the 
influential characteristics for LTJGs and LTs. 

The CMS custodian scores below a 3.0 (neutral satisfaction) in autonomy, being 
able to influence collateral duty assignment, variety, and professional development as an 
aviator. The nature of the job is to manage classified material which explains the high 
task significance reported (4.0). However, the extremely tight controls imposed by 
regulations do not provide any autonomy in the job. In terms of job design theory, this 
is a very “mechanistic” collateral duty. The CMS custodian gets no credit if everything 
runs well because everything is directed and specified, but if some material is lost or 
missing, the custodian is the first person assumed to be at fault. These characteristics 
explain the very low job satisfaction. 

Contrasting this is the Schedules officers. The mean score for autonomy 1s 4.53, 
which indicates these officers enjoy a relatively large amount of freedom in determining 
how to perform the duty. The task significance, ability to influence collateral duty 
assignment, satisfaction with the supervisor, and task identity also score above a 4.5, 
which indicates large amounts of these characteristics. The nature of the job, scheduling 
all aviators (including command and control officers) for flights, makes this duty very 
visible and challenging, and so very desirable. However, leadership opportunities are 
below average, scoring 2.6. The low score in leadership is offset by the increased 
autonomy and other characteristics, resulting ma mean collateral dutv satisfaction score 


of 4.5 (satisfied). 
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K. SUMMARY OF ANALYSIS 

Throughout this analysis and discussion, it 1s clear that collateral duty satisfaction 
is positively related to career satisfaction and retention. Collateral duties were identified 
using three methods, and their relative rankings of collateral duty satisfaction were 
determined. The job and management characteristics are very influential in determining 
collateral duty satisfaction, and five characteristics (autonomy, task significance, the 
ability to influence collateral duty assignment, leadership opportunities, and satisfaction 
with the supervisor) have been identified which have the greatest influence on collateral 
duty satisfaction on Coast Guard aviators as a whole. The sample was grouped by rank 
and other characteristics emerged as being influential (variety, task identity, professional 
development as an aviator, and how long a collateral duty is assigned). All these 
characteristics help explain why collateral duty satisfaction varies among different 
departments, levels, and specific duties. 

Now that some explanations for differences in collateral duty satisfaction have been 
examined, the next chapter will draw conclusions and suggest recommendations for 


improvement and areas for further research. 
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V. CONCLUSIONS AND RECOMMENDATIONS 


The first research question asks if collateral duty satisfaction is related to career 
satisfaction and retention. The results of this research clearly show that collateral duty 
satisfaction is moderately to strongly related to career satisfaction, and less strongly, 
though still significantly, related to the retention plans of aviators. 

The second question seeks to determine the most and least satisfying collateral 
duties at air stations. Three methods were used to identify collateral duties. The results 
show that most collateral duties provide some degree of positive satisfaction. As a whole, 
the Engineering department provides the most satisfying collateral duties. Only four 
specific collateral duties were identified which provided on average less than "neutral" 
satisfaction: Administration Assistant, "other" assigned officers in the Supply department, 
the Educational Services Officer, and the Communications Security Material System 
(CMS) custodian. 

The third research question inquires if job characteristics, i.e. those characteristics 
designed into a collateral duty, are related to collateral duty satisfaction. The results show 
they are very influential and help explain the differences in satisfaction among the various 
collateral duties. The most influential job characteristics are autonomy, task significance, 
and leadership opportunities, which result in increased collateral duty satisfaction when 


these characteristics are present. 


61 


The relation between collateral duty satisfaction and management characteristics was 
the subject of the fourth research question. The results indicate these are also very 
influential on collateral duty satisfaction, with an individual's satisfaction with coworkers, 
the ability to influence collateral duty assignment, and satisfaction with the supervisor 
being the most influential management characteristics. 

The vast majority of comments made by aviators concerned management 
characteristics. Over 40 aviators identified the time management conflict between 
collateral and primary duties as a source of dissatisfaction. Most officers described their 
collateral duty as significant, but reported that too much emphasis is placed on collateral 
duties in their evaluations (OERs). This overemphasis contributes to a perception among 
some officers that collateral duties are more important than primary duties. 

The relation between individual characteristics and collateral duty satisfaction was 
examined. Although no significant relations could be determined, this relation is a rich 
source for further research. 

Of all the job and management characteristics examined, the following were 
determined to be the most influential characteristics on collateral duty satisfaction for 
aviators in general: 

1. Autonomy. 
2. Task significance. 
3. Being able to influence their assignment to a collateral duty. 


4. Leadership opportunites. 


ΓΛ 


Satisfaction with their superviser, 
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The influence of various job and management characteristics may change over the 
course of an officer’s career. Recognizing this, the most influential characteristics for 
each rank of officers are as follows: 

1. Ensign and Lieutenant (junior grade): 

a. Autonomy. 

b. Task identity. 

c. Variety. 
2. Lieutenant: 

a. Autonomy. 

b. Leadership opportunities. 

c. Professional development as an aviator. 
3. Lieutenant Commander: 

a. Autonomy. 

b. Being able to influence their assignment to a collateral duty. 

c. Time assigned in collateral duty (less time is better). 

A plausible explanation for these changes is that initially aviators try to perform 
both aviation and collateral duties with the same vigor. They are not sure of what is 
involved in Coast Guard aviation, and which direction to head in their aviation careers, 
so variety and seeing how their collateral duty fits in with the "big picture" is important. 
However, frustration results because of the time conflict between primary and collateral 
duties, and the aviators preference to develop aviation skills. Compounding this conflict 
is the officers' desire for leadership, which tends not to be satisfied in the junior ranks. 
As officers become more senior, they assume more responsible duties, and the ability to 


influence their collateral duty assignment becomes stronger because thev have generally 


decided in which direction they want te pursue then career, and want collateral duties 
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whieh will enhance their decision. The more senior duty-standing aviators tend to be 
assigned collateral duties longer than junior aviators, and the negative influence of the 
how long an officer has been assigned their duty may indicate that these duties tend not 


to be enriched. 


A. RECOMMENDATIONS 


The followmg recommendations are based on the conclusions above. 


|. Tailor collateral duties to enhance influential characteristics 

Supervisors are encouraged to review the. influential characteristics listed 
above and compare these to the characteristics present in the duties which they supervise. 
Appendix D contains the significant differences in the examined characteristics between 
the departments, and may assist in identifying generally weak and strong areas. The 
presence and absence of influential characteristics within the supervisor's power to change 
may be identified, and weaknesses corrected. More specifically, the collateral duty 
characteristics of the in the Engineering department (Appendix D) result in very high 
satisfaction. levels, so incorporating these characteristics into other collateral duties is 
desirable, 

Autonomy ts the most influential characteristic among all ranks of officers. 
Ideally, atl officers should be given the autonomy to perform their duties as they see best. 
However, some duties are not designed to enhance autonomy and job redesign may be 


bevond lecal contrel, such as the CMS custedian Tn these dunes. the lack of autonomy 
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can perhaps be compensated by increasing other influential characteristics, such as 
leadership. 

Duties that are lower in some influential characteristics, such as opportunities 
for professional development as an aviator, may be enriched by increasing other 
characteristics. This can increase collateral duty satisfaction, as seen in the analysis of 
the Public Works department, which compensates a lack of professional development as 
an aviator with increased autonomy, task significance, and leadership opportunities. 

Also, when multiple duties are to be assigned to an individual, supervisors 
should consider making the duties complimentary in regards to influential characteristics. 
For example, if an individual is assigned a duty which has low autonomy, an ideal 
additional duty for that person would be higher in autonomy. Of course, this is but one 
of a number of factors to consider in job placement. 

This research reveals that junior officers want more leadership opportunities 
than present collateral duties allow. Given the existing staffing at air stations, where 


possible, more leadership opportunities should be given to these officers. 


2. Reduce unnecessary tasks in collateral duties 
Supervisors are encouraged to examine the duties they assign, and are 
assigned, and try to eliminate unnecessary tasks, or tasks that are questionable. While 
most officers feel their collateral duty is significant, their perception of collateral duty 
significance significantly affects collateral duty satisfaction. 


One simple and proven technique 1e make large strides in reducing the 


number of insignificant tasks is to. eliminate. administivia" (the seemingly needless 
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reports, records, and other paperwork which is done). To accomplish this, supervisors ask 
their subordinates what functions and reports are not essential to the job. They then 
review the list with the subordinates, and if a supervisor knows why a function is 
essential, he or she explains that to the subordinate. If the supervisor does not know the 
why a function 1s essential, he or she should ask the person who receives the report. If 
the reason stated is not really essential to supporting the air station, chances are that 
function can be eliminated. The decision to eliminate a function of a job may not be the 
supervisor's, but at least the supervisor's supervisor is now aware of inherent 
inefficiencies which not only waste time and effort but also are dissatisfying. This 
method is used by the NBC television network, and has eliminated more than 2 million 


pieces of paper a year (Stewart 1991). 


3. Enhance individual choice in collateral duty assignments 
The impact of an individual being able to influence collateral duty assignment 
on satisfaction is very significant. Therefore, supervisors are encouraged to ask their 
subordinates for input when making assignment decisions. This dialogue may enable a 


better fit between the individual and the job. 


4. Clarify the collateral and primary duty relationship 
The relative emphasis given to collateral (support) and primary (flying) duties 
is best decided at each air station. The time management conflict between collateral and 


primary duties will exist as long as aviators are assigned both duties, but some policy 
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guidelines or a broad mission statement by commanding officers may be helpful in 


clarifying the relative importance of these duties for their subordinate officers. 


5. Examine staffing levels at air stations 

The time management conflict between collateral and primary duties may be 
a result of inefficient staffing levels at air stations. This research indicates that aviators 
generally perceive that their collateral duty does not require either a Coast Guard aviator 
or officer to complete. This research also indicates that most aviators working in the 
support departments (Administration, Public Works, and Supply) are assigned rather than 
volunteer for these duties. The duties within these departments should be the first to be 
examined by a series of job analyses to determine if other personnel, rather than aviators, 
are better suited to complete these duties. 

Both the Navy and Air Force have initiated programs which are designed to 
let aviators fiy more. In some Navy squadrons, officers with an administrative specialty 
have been assigned to relieve aviators from routine administrative chores. In the Air 
Force, efforts are being made to eliminate aviators from all duties which are not directly 
related to flying. (Grossman 1989) 

The very clear message from aviators assigned to combined group-air stations 
is that these units are undermanned for the amount of collateral duties which must be 
completed to support both the group and air station. Recognizing the increased 
administrative demands on these units, a separate job analysis for these units is 


recommended. 
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The results of these analyses can be used to revise staffing. If other personnel 
are better suited for the support duties at air stations, the expense of obtaining these 
additional personnel may be somewhat offset by a reduction in the number of aviators 
(who will fly more often than current aviators). An increase in support personnel would 
also provide more leadership opportunities and so enrich the collateral duties of aviators. 
However, the need for changing the staffing levels can be determined only after a 


thorough job analysis is completed. 


B. AREAS FOR FURTHER RESEARCH 

This research has touched upon many areas for further research. The following is 
are suggested research questions or topics which may be the basis for follow-on theses. 
Although these questions are framed specifically towards aviation duties, the same 
questions could be asked of a number of duties within the Coast Guard, such as marine 


safety or afloat duties. 


1. | Which duties at air stations can be performed by personnel other than 
aviators? 

A series of job analyses of duties at air stations would be necessary to fully 

answer this question; however, this research indicates that the support departments are the 


most promising areas to replace aviators. 
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2. What are the costs and benefits of replacing aviators with support 
personnel? 

If a job analysis determines that some duties at air stations could be better 

performed by non-aviators, this cost/benefit analysis would determine if replacing aviators 


would be an economically sound decision. 


3. What is the influence and extent of the conflicts between primary and 
collateral duties? 

This research examined only collateral duty satisfaction, but conflicts between 

primary and collateral duties (such as balancing OER influence, time, and proficiency 

between them) were found. These conflicts may be very influential on overall 


satisfaction, so the causes, influence, and extent of these conflicts should be examined. 


4. How does the self perception of an individual as either an officer or an 
aviator affect collateral duty satisfaction? 

This question is beyond the scope of this research, but can possibly be 

answered using this data. The answer to this question would be very helpful in making 


personnel assignment and placement decisions. 


This research is intended as a catalyst for further research and action. If nothing 
else, perhaps it will stimulate discussion over how to improve collateral duties. It is these 
questions, discussions, and ultimate actions that will continuously improve the Coast 


Guard. 
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APPENDIX A 


Collateral Duty Satisfaction Questionnaire 
Fellow Coast Guard Aviator, 


I am conducting research about Coast Guard aviator's satisfaction with their collateral duties to determine 
if there can be a better fit between aviators and collateral duties. I need you to take about 10 or 20 minutes of 
your time and complete the attached questionnaire. This survey will allow me to evaluate the relative satisfaction 
ratings of collateral duties across Coast Guard air stations. Using this data, I want to determine some basic 
characteristics of collateral duties that are viewed as most satisfying. 


Please be very candid; your true opinions are essential for this research. Your answers will be held in 
strictest confidence. You don’t have to wnte your name on the answer sheet. 


How can this study be used? At local levels, supervisors may realize they can change some of the job 
characteristics and so enrich or improve some collateral duties. For higher levels in the organization, duties which 
might be better staffed by non-aviators may be identified, which could lead to staffing changes. 


For this survey, the term collateral duty means a job at a USCG air station you are assigned when not 
flying. Do not consider duties assigned in previous units that were not USCG air stations, such as staff tours, 
prior military service, or cutters. 

This survey is coming out in the midst of the summer transfer season, and I realize quite a few of you 
will not have much experience in your current collateral duties. Please answer the questions regarding collateral 
duties focusing on the one collateral duty you are most familiar with. This is usually a current duty, or, if you 


recently changed collateral duties or duty stations, a very recent collateral duty. 


When finished, please mail back to me as soon as possible both the questionnaire and answer sheet using 
the enclosed envelope. I will start the data analysis on 15 September, so will need your responses by then. 


If you have comments or questions, please write them on the questionnaire, or call me at (408) 373-4089. 
Thank you again for your time and quick response. 


LCDR Bob Morrison 
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PLEASE FILL IN THE DOTS ON THE ANSWER SHEET 


What is your rank? 


1. ENS 
2. LTJG 
EXIT 

4. LCDR 
5. CDR 


My commissioning source 1s 


1. Academy 

2. AVCAD 

3. Direct Commission / Inter-service transfer 

4. OCS - prior USCG enlisted 

5. OCS 

Other (please specify here: ) 


What is your age? 


2I 25. 
26 - 30. 
31 - 35. 
36 - 40. 
Over 40. 


A ee 


What is your pilot/flight officer qualification? 


Copilot. 

First Pilot / ACO 

Aircraft Commander / CICO 
Instructor. 

Flight Examiner. 


Ae wWN -- 


Overall, I am satisfied with my Coast Guard career. 


Strongly disagree. 
Disagree. 

Neutral. 

Agree. 

Strongly agree. 


UU PM ^ cu 
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10. 


I would rather fly aircraft my entire career than have one or more rotational tours out of the cockpit. 


|l. Strongly disagree. 
2. Disagree. 

3. Neutral. 

4. Agree. 

ο 


Strongly agree. 
All other things being equal, I intend to stay in the Coast Guard at least until 20 year retirement. 


Will certainly resign before. 
Will probably resign before. 
Undecided. 

Will probably stay in. 

Will certainly stay in. 


AWN = 


I am generally satisfied with the kind of work I do, and can expect to do, in the Coast Guard. 


|. Strongly disagree. 


2. Disagree. 
3. Neutral. 
4. Agree. 


5. Strongly agree. 
To what extent do you think of yourself as a Coast Guard aviator or a Coast Guard officer? 


1. Mostly as an aviator. 

2. Tend to favor an aviator. 

3. Equally an aviator and officer. 
4. Tend to favor an officer. 

5. Mostly as an officer. 


I am presently assigned collateral duties. 
I 

ΣΠ 

2 

4. 4 

5. 5 or more. 


My OER reflects the following balance between my collateral duties and my primary aviation duty: 


Collateral duties stressed way too much. 

Collateral duties stressed somewhat too much. 

Adequate balance between primary and collateral duties. 
Primary duty stressed somewhat too much. 

Primary duty stressed way too much. 


- ἕω o— 
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go: The influence my collateral duties has on my overall satisfaction with my Coast Guard career is . 


|. 
2. 
3. 
4. 
9, 


Please complete the remainder of this survey for the one collateral duty you are most familiar with. This is 
usually a current duty, or, If you recently changed collateral duties or duty stations, a very recent collateral 


No influence. 

Slight influence. 
Moderate influence. 
Fairly strong influence. 
Strong influence. 


duty. The title of this "primary" collateral duty is (fill in below). 





13. ‘I have been assigned this "primary" collateral duty for: 


Less than 3 months. 
3 - 6 months. 

6 - 12 months. 

] - 2 years. 

More than 2 years. 


"E OE irs 


14. The total number of aviators assigned to the air station where this collateral duty is performed is: 


15 or less. 

16 - 25. 
ΔΘ 

36 - 45. 

More than 45. 


ΟΕ Ὃ 


NOTE: Questions 15 and 16 are the same question. If you can’t find the answer under the choices for question 





15, look under question 16 choices. Please only fill in only one dot next to either 15 or 16 on the answer sheet. 


|. My "primary" collateral duty is part of the _ Department. 


Administration 
Engineering 
Medical 
NAFA 


Operations 


posuit 


16. My "primary" collateral duty is part of the Department. 


1. Public Works 

2. Safety 

3. Supply 

4. Other (please specify) 


L3 


p 


18. 
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20. 


21. 
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Which one of the following best describes the position of your collateral duty in the chain of command? 


Department Head. 
Assistant Department Head. 
Division Officer. 

Assistant Division Officer. 
Other assigned officer. 


TRAD I 


I would evaluate my ability to influence my assignment to this particular collateral duty as: 


1. Poor. 

2. Somewhat poor. 
3. Moderate. 

4. Fairly good. 

5. Excellent. 


How much variety is there in your collateral duty? That is, to what extent does the collateral duty require 
you to do many different things at work, using a variety of your skills and talents? 


l. None to very little. 
2 A little. 

a Moderate variety. 
4. A good amount. 

5 Very much. 


To what extent does your collateral duty involve doing a "whole" and identifiable piece of work? That 
is, does the collateral duty involve a complete piece of work that has an obvious beginning and end? 


Very little, my efforts cannot be seen at the end. 

A somewhat small extent. 

A moderate extent, my efforts are visible in the end. 

A fairly large extent. 

A great extent, my efforts are visible from start to finish. 


To what extent do managers or co-workers let you know how well you are doing on your collateral duty? 


I receive no feedback from them. 

I receive a somewhat small amount of feedback from them. 
I receive a moderate amount of feedback from them. 

I receive a fairly large amount of feedback from them. 

I receive a great deal of feedback from them. 


In general, how significant or important is your collateral duty? That is, are the results of your work 
likely to significantly affect the lives or well-being of other people? 


Not very significant. 
Slightly significant. 
Moderately significant. 
Fairly highly significant. 
Highly significant. 


νο.” 
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23. To what extent does your collateral duty require you to work closely with other people (either within or 
outside the air station)? 


A minimal extent. 

A somewhat small extent. 
A moderate extent. 

A fairly large extent. 

A great extent. 


Ak Wn -- 


24. How much autonomy is there in your collateral duty? That is, to what extent does your collateral duty 
permit you to decide on your own how to go about the work? 


A minimal amount. 

A somewhat small amount. 
A moderate amount. 

A fairly large amount. 

A great amount. 


MU 43 die 


2» To what extent does the collateral duty itself provide you with information about your work performance? 
That is, does the actual work itself provide clues about how well you are doing - aside from any 
"feedback" co-workers or supervisors may provide? 


A minimal extent. 

A somewhat small extent. 
A moderate extent. 

A fairly large extent. 

A great extent. 


Em ae 


| Questions 26 - 34: Please indicate how satisfled you are with each aspect of your collateral duty listed below. 
| Use the following scale for your answers: 


. Dissatisfied. 
. Somewhat dissatisfied. 


. Somewhat satisfied. 


l 
2 
3. Neutral. 
4 
5. Satisfied. 





26. The people I talk to and work with on my collateral duty. 
27. The degree of respect I receive from my boss. 

28. The opportunity to lead and/or supervise others. 

29. The amount of guidance I receive from my supervisor. 

30. The chance to get to know other people while at work. 

31. The overall quality of the supervision I receive in my work. 
32. The amount of support I receive from my supervisor. 


33. The chance to help other people while at work. 
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33. The chance to help other people while at work. 


34. The degree of fair treatment I receive from my boss. 


For questions 35 - 55: Please indicate how you personally feel about your collateral duty. Each of the 


statements below is something that a person might say about his or her collateral duty. You are to indicate yor 


own 


wh -- 


AR 


4]. 


42. 


45. 


46. 


47. 


48. 


49. 


personal feelings about your collateral duty using the following scale: 
Disagree. 
Somewhat disagree. 
Uncertain or Neutral. 


Somewhat agree. 
Agree. 


Just doing the work required by the collateral duty provides many chances for me to figure out how well 
I am doing. 


This collateral duty is one where a lot of people can be affected by how well the work gets done. 


The collateral duty itself gives me considerable opportunity for independence and freedom in how I do 
the work. 


In general, I am satisfied with this collateral duty. 
This collateral duty requires a lot of cooperative work with other people. 


The supervisors and co-workers on this collateral duty almost never give me any feedback about how well 
] am doing in my collateral duty. 


This collateral duty provides me the chance to completely finish the pieces of work I begin. 
The collateral duty itself provides very few clues about whether or not I am performing well. 


My collateral duty can be done adequately by a person working alone - without talking or checking with 
other people. 


This collateral duty 1s quite simple and repetitive. 


My collateral duty enables me to gain knowledge, skills, or abilities for my professional development as 
an aviator. 


Mv collateral duty enables me to gain knowledge, skills, or abilities for my professional development as 
a Coast Guard officer. 


This collateral duty is arranged so that I do not have the chance to do an entire piece of work from 
beginning to end. 


This collateral duty denies me any chance to use my personal initiative or judgement in carrying out the 
work. 


Only a Coast Guard aviator could properly complete my collateral duty. 
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Answers: ]. Disagree. 
. Somewhat disagree. 


50. 


5l. 


52. 


B3. 


54. 


55. 


36. 


. Uncertain or Neutral. 
. Somewhat agree. 


. Agree. 





Only a Coast Guard officer could properly complete my collateral duty. 

This collateral duty requires me to use a number of complex or high-level skills. 

The collateral duty itself is not very significant or important in the broader scheme of things. 
Supervisors often let me know how well they think I am performing the collateral duty. 

My collateral duty enables me to use my leadership skills. 

I frequently think of quitting this collateral duty and requesting another one. 

I would be interested in the results of this research project. 


1. Not really. 
2. Yes, how about writing a summary article in Flight Lines. 


Thank you for your honest answers. Please place both this questionnaire and the answer sheet in the envelope 


provided and mail it as soon as possible. Thanks again for your help. 





COMMENTS: 
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SURVEY RESPONSES BY QUESTION 
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What is your age? 
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What is your pilot/flight officer qualificati 
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to de, in the Coast Guard. 


CUMMULATIVE CUMMULATIVE 


FREQUENCY PERCENT FREQUENCY PERCENT 

is 16 ES 16 DTS 
ze 26 M 42 92 
oe 67 14.7 109 29.9 
4. 263 9355 372 81.4 
De. 85 18.6 457 290: 0 

N N MISSING MEAN STDDEV VARIANCE 

457 0 3:820 Oc 919 0.844 
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Mostly Officer 


To what extent do you think of yourself as a Coast Guard aviator or 
a Coast Guard officer? 


CUMMULATIVE CUMMULATIVE 


ος» ῳ δ 


DEREOUENCY PERCENT EREQUENCY PERCENT 
79 12:9 59 12-9 
100 2. 9 139 34.8 
198 43.3 397 7871 
64 14.0 421 oT 
26 ug 457 TOOTO 
N N MISSING MEAN STDDEV VARIANCE 
457 0 2820 1097 1-160 
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10. I am presently assigned collateral duties. 


CUMMULATIVE CUMMULATIVE 


FREQUENCY PERCENT FREQUENCY PERCENT 

1 135 29.5 135 2975 
2; 116 25.4 231 54.9 
E. 90 qu. 7 341 74.6 
4. 58 et 399 S723 
S 58 de y 457 100.0 

N N MISSING MEAN STDDEV  VARIANCE 

457 0 Zu ub 363 IUS 
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11. My OER reflects the following balance between my collateral duties 
and my primary aviation duty: 


CUMMULATIVE CUMMULATIVE 


FREQUENCY PERCENT FREQUENCY PERCENT 

a LSe 33.5 152 ο ον 
Ze 174 Sore 326 m5 
on 125 τι 449 5 
4. 6 aes: 455 29.8 
E il OFZ 456 t0070 

N N MISSING MEAN STDDEV VARIANCE 

456 ah JE ο 55 Orio 
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The influence my collateral duties has on my overall satisfaction 
with my Coast Guard career is 


CUMMULATIVE CUMMULATIVE 


nN & (1) he 


FREQUENCY PERCENT FREQUENCY PERCENT 

9 Ὁ S 2:0 

37 8.1 46 πα, 1 

98 21.4 144 JLRS 

181 6 B5 "e 

5 29-9 457 100-70 

N N MISSING MEAN STDDEV  VARIANCE 
qo 0 32855 Oro 2 ο ο 
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13. I have been assigned this "primary" collateral duty for: 


CUMMULATIVE CUMMULATIVE 


EBEROUENCY PERCENT FREQUENCY PERCENT 

1. T2 p.98 uo E5.9 
25 52 11.4 124 20] 
B 116 25.4 240 229 
4. 162 35.4 402 89-0 
ο, 25 12-0 457 wO. O 

N N MISSING MEAN STDDEV VARIANCE 

457 0 3. L66 12427 1555 
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160 
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14. The total number of aviators assigned to the air station where this 
collateral duty is performed is: 


CUMMULATIVE CUMMULATIVE 


FREQUENCY PERCENT FREQUENCY PERCENT 
Es 73 "5.0 3 85.0 
2. 95 ADR S 168 55.8 
3. 101 αι 269 595.9 
4. 23 11. 6 322 mo.» 
a eS DUM 5 457 TOO. 0 
N N MISSING MEAN STDDEV VARIANCE 
457 0 ου, 1. 454 2116 
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Question 15 & 16 


200 Legend 
180 ENS 
160 | LTIG 
140 | jw 
120 ma 
Uj, CDR 
TI 
A 
fA EX 
faa LIA 777. 
Eng Safety Supply Other 
NENNT. My "primary" collateral duty is part of the Department. 
CUMMULATIVE CUMMULATIVE 
FREQUENCY PERCENT FREQUENCY PERCENT 
I Admin 107 23.4 107 23.4 
EENG 19.3 15. ο. 0 
3. NAFA ο 11: ολη 
4. Ops 165 36.2 337 73.9 
5. Pw 9.4 380 Soc 
6. Safe 6.4 409 EOM 
UN Sup 6ο 437 πε 
Smooth 4.2 456 1000 
N N MISSING MEAN STDDEV  VARIANCE 
456 τ 
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t Division Asst Div 





17. Which one of the following best describes the position ΓΕΝ» 
collateral duty in the chain of command? 


CUMMULATIVE CUMMULATIVE 


FREQUENCY PERCENT FREQUENCY PERCENT 

Ek. 99 ο. ο 99 5 
2R SD Ju 189 41.5 
B 90 19:8 219 1.3 
4. Da 7.7 314 0 
D. 141 31:09 155 το ο 

N N MISSING MEAN STDDEV VARIANCE 

455 2 Φα 63 1.544 Ee 385 
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influence my assignment to this 


CUMMULATIVE CUMMULATIVE 
FREQUENCY PERCENT 
61 13.4 
126 21.6 
253 Soo 
392 86.0 
456 1ος. 0 
STDDEV VARIANCE 
reco i516 
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Question 19 
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How much variety is there in your collateral duty? That is, to what 
extent does the collateral duty require you to do many different 


things Wat. work, 


FREQUENCY 


On & WN FR 
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457 
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using a variety of your skills and talents? 


CUMMULATIVE CUMMULATIVE 


EREQUENCX PERCENT 
24 S 
39 a. 9 
154 7 
229 7 1 
457 L00.0 


STDDEV VARIANCE 
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40 
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Very little Great extent 


To what extent does your collateral duty involve doing a "whole" and 
identifiable piece of work? That is, does the collateral duty 
involve a complete piece of work that has an obvious beginning and 
End? 


CUMMULATIVE CUMMULATIVE 


FREQUENCY PERCENT FREQUENCY PERCENT 
23 συ 23 DNI 
63 "5. 8 86 18.8 
127 205 207 25.3 
163 ΕΙ 370 oa 0 
87 i9 D 457 10070 
1] 1 MISSING MEAN STDDEV VARIANCE 
457 0 dq uU 123500 152071 
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None Great deal 
21. To what extent do managers or co-workers let you know how well you 


are doing on your collateral duty? 


CUMMULATIVE CUMMULATIVE 


FREQUENG? PERCENT FREQUENCY PERCENT 

1η 19 4.2 15 4.2 
zc 164 Sou 155 40.0 
B de 34.8 342 74.8 
4. 83 1252 425 93.0 
D 32 gs) 457 100.0 

N N MISSING MEAN STDDEV VARIANCE 

457 0 20079 0.987 0.974 
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Question 22 





how significant or important is your collateral duty? 
are the results of your work likely to significantly affect 


the lives or well-being of other people? 


Cn 4 WN ΓΗ” 


N 


457 


FREQUENCY 
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CUMMULATIVE CUMMULATIVE 


FREQUENCY 
15 
47 
137 
278 
457 
STDDEV 
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23. To what extent does your collateral duty require you to work closely 
with other people (either within or outside the air station)? 


CUMMULATIVE CUMMULATIVE 


FREQUENCY PERCENT BREOUENCY PERCENT 

d. 10 2.2 10 Ze 
2 13 d 23 90 
Sm 63 13:58 86 15.8 
4. 151 ος 0 237 2] 9 
S 220 48. l 457 190-0 

N N MISSING MEAN STDDEV VARIANCE 

457 0 qz] 9.0939 ο. ος” 
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24. How much autonomy is there in your collateral duty? That is, to what 


extent does your collateral duty permit you to decide on your own how 
to go about the work? 


CUMMULATIVE CUMMULATIVE 


FREQUENCY PERCENT FREQUENCY PERCENT 

d. 21 4.6 21 4.6 
2. 43 9.4 64 14.0 
Sie T28 28-0 1; 422.0 
4. 1272 b 364 79.6 
S4 B 20.4 457 TOOTO 

N N MISSING MEAN STDDEV VARIANCE 

457 0 ΕΘ dm ISTIS 
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25. To whát eéextént dgs thé collateral duty itself providé you with 
information about your work performance? That is, does the actual 
work dtzself provide clues about how well you are doina - aside from 
any "Ceedback" co-workers or supervisors may provide? 
CUMMULAT TIVE CUMMULATIVE 
FREQUENCY PERCENT FREQUENCY FERCENT 
l JO Le. 1 46 10.1 
= 73 19.0 129 26.0 
ε ον 34.4 EC C0.4 
M th 19.5 411 $».9 
ὃν do Od 457 100.0 
N N MISSING MEAN STDDEV VARIANCE 
an? ü 2.233 b als 1.244 
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26. The people I talk to and work with on my collateral duty. 
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27. The degree of respect I receive from my boss. 


CUMMULATIVE CUMMULATIVE 


FREQUENCY PERCENT FREQUENCY PERCENT 

T quy Bye tf 1; Be 7 
Ze 38 B 3 D5 νυ 
ze 67 14.7 122 26.7 
4. 144 Ξ 5 266 58.2 
Sis ate nt 41.8 457 100.0 

N ντο ας MEAN STDDEV VARIANCE 

457 0 ο» τ ΠῚ W234 
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The opportunity to lead and/or supervise 





others. 


CUMMULATIVE 
PERCENT 


CUMMULATIVE 
FREQUENCY 
63 ToS 
126 2156 
200 43.8 
32T Το 
457 T00 ο 
STDDEV VARIANCE 
1.386 ΣΟ; 
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29. The amount of guidance I receive from my supervisor. 


CUMMULATIVE CUMMULATIVE 


FREQUENCY PERCENT FREQUENCY PERCENT 

dq 25 3.9 25 ο ο 
2 68 14.9 93 20.4 
By 114 24.9 207 45.3 
4. 133 29.1 340 74.4 
D Tus 29:6 457 ο 0 

N N MISSING MEAN STDDEV VARIANCE 

457 0 3.544 1 1768 1— 388 
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30. The chance to get to know other people while at work. 


CUMMULATIVE CUMMULATIVE 


FREQUENCY PERCENT FREQUENCY PERCENT 
T 7 1-25 7 1. 
Z: 18 io 29 Sino 
πε 88 d 113 2α.Ἡ 
4. 195 26.1 218 60.8 
Sa 179 ο” 457 100.0 
N N MISSING MEAN STDDEV VARIANCE 
457 0 4.074 0.935 0Sa 76 
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31. The overall quality of the supervision I receive in my work. 
CUMMULATIVE CUMMULATIVE 
FREQUENCY PERCENT FREQUENCY PERCENT 
is. 39 TaN 35 qa 
2. 66 14.4 101 22.1 
3 121 26:5 222 48.6 
4. 127 27.8 349 76.4 
5, 108 23.6 457 100.0 
N N MISSING MEAN STDDEV VARIANCE 
457 0 ΞΕ 1213 1.472 
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The amount of support I receive from my supervisor. 
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CUMMULATIVE CUMMULATIVE 


FREQUENCY PERCENT 
29 6.3 
82 1 559 
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296 64.8 
457 100.0 
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33. The chance to help other people while at work. 


CUMMULATIVE CUMMULATIVE 


FREQUENCY PERCENT FREQUENCY PERCENT 

ee 8 18 8 1.8 
2. 16 Bu 24 ο 3 
oe 84 18.4 108 Zon! 
4. ΠΡ 96.2 273 o9 9 
25 IS 40.1 456 τος. ο 

N N MISSING MEAN STDDEV VARIANCE 

456 T 4.094 0.936 0.876 
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34. The degree of fair treatment I receive from my boss. 
CUMMULATIVE CUMMULATIVE 
FREQUENCY PERCENT FREQUENCY PERCENT 
E. 19 4.2 19 4.2 
p 28 ο] 47 I3 
Sr. 15 16. 4 122 207 
4. 115 oon 2959 2d 9 
9 220 48.1 457 TOOS O 
N N MISSING MEAN STDDEV VARIANCE 
457 0 4.070 1-123 do 07 
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the collateral duty provides many 


chances for me to figure out how well I am doing. 


ο ο» Ne 


FREQUENCY PERCENT FREQUENCY 
m7 3 37 
68 14.9 105 
86 1978 191 
176 5 367 
90 Torn τσ 457 
N N MISSING MEAN STDDEV 
457 0 3.468 JE 
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This collateral duty is one where a lot of people can be affected by 
how well the work gets done. 
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The collateral duty itself gives me considerable opportunity for 
independence and freedom in how I do the work. 
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38. In general, I am satisfied with this collateral duty. 


CUMMULATIVE CUMMULATIVE 


FREQUENCY PERCENT FREQUENCY PERCENT 

p 0 “ο 5 50 15.9 
2. 41 De 91 τ» 
E So gs 149 32216 
4. 35 2955 284 62.1 
SI 3233 BM o9 457 100.0 

N N MISSING MEAN STDDEV VARIANCE 

457 0 3.743 15336 I oy 
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This collateral duty requires a lot of cooperative work with other 
people. 
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CUMMULATIVE CUMMULATIVE 


EREQUENCY 
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40. The supervisors and co-workers on this collateral duty almost never 
give me any feedback about how well I am doing in my collateral duty. 


CUMMULATIVE CUMMULATIVE 


FREQUENCY PERCENT FREQUENCY PERCENT 

at 105 ευ 19. 23.0 
a 135 Z9 240 DO I 
ον 88 ΠΟΘ 329 ped 
4. 95 20.8 423 5ο 
5. 34 7.4 457 15109,0919. 

N N MISSING MEAN STDDEV VARIANCE 

457 0 2507 ο ος 1.564 
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This collateral duty provides me the chance to completely finish the 
pieces of work I begin. 
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CUMMULATIVE CUMMULATIVE 


FREQUENCY PERCENT 
DEC Ὁ 
97 -m 
259 umb 
227 11.6 
457 100.0 
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42. The collateral duty itself provides very few clues about whether or 
not I am performing well. 


CUMMULATIVE CUMMULATIVE 


FREQUENCY PERCENT FREQUENCY PERCENT 

T. 130 28.4 130 28.4 
Z; PS 34.4 287 62.8 
E. 73 16-0 360 "5. ὃ 
4. 76 πο 6 436 95.4 
9- ZI 4.6 457 100.0 

N N MISSING MEAN STDDEV  VARIANCE 

457 0 2.345 1217855 1.406 
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43. My collateral duty can be done adequately by a person working alone - 
without talking or checking with other people. 


CUMMULATIVE CUMMULATIVE 


FREQUENCY PERCENT FREQUENCY PERCENT 

Joe 943 685-5 303 68.5 
Ze 82 bo 995 86.4 
3 a6 eO 411 29.9 
4. 28 5.1 439 26.1 
Ὃν 18 5 457 του. 

N N MISSING MEAN STDDEV VARIANCE 

457 0 12590 1.074 1. 154 
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44. This collateral duty is quite simple and repetitive. 


CUMMULATIVE CUMMULATIVE 


FREQUENCY PERCENT FREQUENCY PERCENT 

qe 231 50-5 231 ο 
Ze 98 21.4 329 mo. 
3.: 29 το] 364 fo © 
4. S d 5 421 O27 
as 36 don, 457 TOOTO 

N N MISSING MEAN STDDEV VARIANCE 

457 0 2.096 1273389 1.790 
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45. My collateral duty enables me to gain knowledge, skills, or abilities 
for my professional development as an aviator. 


CUMMULATIVE CUMMULATIVE 


FREQUENCY PERCENT FREQUENCY PERCENT 

ali 193 42.2 193 42.2 
z- 67 14.7 260 35.9 
ce 31 6.8 291 63:7 
4. T3 16.4 366 goz 
Di. ST uu 457 15000 

N N MISSING MEAN STDDEV VARIANCE 

457 0 2 1619 ους 


122 


2d Question 46 


180 
160 
140 
120 
100 


o g 578 -8 





46. My collateral duty enables me to gain knowledge, skills, or abilities 
for my professional development as a Coast Guard officer. 


CUMMULATIVE CUMMULATIVE 


FREQUENCY PERCENT FREQUENCY PERCENT 

d 28 651 28 6.1 
2. 43 9.4 y 5 
ο 60 qe 15; Za. 
4. IS S50 202 61.7 
Su 1975 38-3 457 1900 

N N MISSING MEAN STDDEV VARIANCE 

457 0 9 B 1.196 1.430 
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47. This collateral duty is arranged so that I do not have the chance to 
do an entire piece of work from beginning to end. 


CUMMULATIVE CUMMULATIVE 


FREQUENCY PERCENT FREQUENCY PERCENT 

d 172 97.6 1:72 37-6 
2 120 26. 3 292 62.9 
ds 68 11.9 360 78.8 
4. 70 1543 430 94.1 
Ds 2” ο ο 457 0070 

N N MISSING MEAN STDDEV VARIANCE 

457 0 2.256 15209 1.607 
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48. This collateral duty denies me any chance to use my personal 
initiative or judgement in carrying out the work. 


CUMMULATIVE CUMMULATIVE 


FREQUENCY PERCENI FREQUENCY PERCENT 

1. 230 Ss 230 5053 
2: 134 29.3 364 2926 
5. 43 9.4 407 Sk 
4. 34 7.4 441 96:5 
Ds 16 Sa) 457 10070 

N N MISSING MEAN STDDEV VARIANCE 

857 0 1.844 Ἑ ο 11558 
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49. Only a Coast Guard aviator could properly complete my collateral 


duty: 
CUMMULATIVE CUMMULATIVE 
FREQUENCY PERCENT FREQUENCY PERCENT 

i 304 06-5 304 66.5 
Ze 40 8.8 344 το. 5 
Se 7 IS So 76.8 
4. 41 21718; 2397 Soc 
9. 65 14.2 457 TOOTO 

N N MISSING MEAN STDDEV VARIANCE 

457 0 1956 S24 2L 
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ο Question 50 





140 U7, CDR 


Ld ddd dada dd 


ο 88588 


ει «ο 
Agree 





50. Only a Coast Guard officer could properly complete my collateral 


awk iy. 
CWMI4ILATIVE CUIQZULATIVE 
FREQUENCY PERCENT FREQUEMCTY FERCENT 

d. 2441 ΕΚΕ... 7 241 92.7 
2: ΤΠ 25.5 312 83.3 
o 34 7.4 346 το. 
4. W 5.1} 399 6 
ο. 74 16.2 457 100.0 

N NH MISSING MEAN STDDE7 VARIANCE 

457 0 2.194 τν «ου 


w27 


Question 51 









140 
130 
120 
110 
100 
ΘΟ 
à ATTY CDR 
e D \ L 
- ~ | QJR 
60 
50 
ES 
MB. 
10 Sad ἂν x 
: NS 
Agree 





51. This collateral duty requires me to use à number of complesWwoOrgbsb 
bevel skills. 


CUMMULATIVE CUMMULATIVE 


FREQUENCY PERCENT FREQUENCY PERCENT 

r SI 200 91 20.0 
n 84 18.4 m5 38.4 
3. 66 105 241 9 
4. 0 28.9 271 81.4 
S 85 18.6 456 100.0 

N N MISSING MEAN STDDEV VARIANCE 

456 iL 3.074 TTS Zao le 
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Question 52 


o8 S$ 88838 


52. The collateral duty itself is not very 


the broader scheme of things. 








sioni cercant Or important in 


CUMMULATIVE CUMMULATIVE 
FREQUENCY PERCENT FREQUENCY PERCENT 

1... 25 54.9 291 54.9 
2 15 24.3 362 mU 
B. 45 Su 407 8971 
4. 28 o 435 gm 
ie v o 4.8 457 LOO. 0 

N N MISSING MEAN STDDEV VARIANCE 

457 0 816 113g 1299 


I2 9 


Uu 


155 Question 53 
160 


140 





~ | CDR 











Disagree 


Supervisors often let me know how well they think I am performing the 
collaátéral duty. 


CUMMULATIVE CUMMULATIVE 


C b UW δ} 5 


FREQUENCY PERCENT FREQUENCY PERCENT 

60 l2 60 2.2 

108 23.0 168 1.0 

88 19.4 296 56.4 

Incun 20-2 29.3 86.6 

61 ear 454 τος. 0 

Ν N MISSING MEAN STDDEV VARIANCE 
454 2 3G S 1592/66 1.604 
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ES Question 54 
180 


160 
140 
120 


1 


8 


ο ὃ δ ἃ ἃ 





My collateral duty enables me to use my leadership 
Skills. 


CUMMULATIVE CUMMULATIVE 


EEREOUENGY PERCENT FREQUENCY PERCENT 

que 68 qs O 68 15.0 
2 55 "απ. ή Tz 20-7 
c 46 το. ἲ 167 36.8 
4. T33 29. 3 300 66.1 
Die 154 ax 454 100.0 

N N MISSING MEAN STDDEV VARIANCE 

454 3 e D 1.435 22062 


ET 


240 


ατα. 





Question 55 








[| LCDR 
ANN CDR 





I frequently think of quitting this collateral duty and requesting 
another one. 


ON ο F9 [P 


N 


FREQUENCY PE 
195 40. 
85 το, 
77 17. 
47 ry", 
63 Te. 
N MISSING 
3 


454 


CUMMULATIVE CUMMULATIVE 


RCENT FREQUENCY PERCENT 
1 182 40.1 

7 267 958.8 

0 344 8 

4 391 ος. 1 

9 454 100.0 
MEAN STDDEV VARIANCE 
2992 1.443 2.084 


132 


Question 56 





Yes 


No 


I would be interested in the results of this research 


SE 


project. 


CUMMULATIVE 
PERCENT 


CUMMULATIVE 
FREQUENCY 


PERCENT 


FREQUENCY 


"e 


98.4 
100.0 


35 
438 


y 
90.6 


35 
403 


445 


STDDEV  VARIANCE 


N MISSING MEAN 


N 


12 Ἱ 368 0.468 0.219 


445 


T33 


APPENDIX C 


DESCRIPTIVE STATISTICS AND CORRELATION TABLE OF VARIABLES 


VARIABLE N N MISS MEAN STD DEV 
RANK 457 0 2.805 0.824 
SOURCE 453 4 2.885 1.423 
AGE 457 0 3.028 1.005 
QUAL 456 1 2.923 15235 
RETIRE 457 0 4.345 0.947 
NO CD 457 0 2.536 1.363 
OERBAL 456 Ἱ 1.969 0:822 
CDINFL 457 0 3.953 0.992 
CDTIME 457 0 3.166 jT 
CGASIZE 457 0 3.179 1.454 
LEVEL 455 2 3.063 1.544 
CDASSIGN 456 1 3.075 1231 
PRO AV 457 0 2. -3ἲ 1.618 
PRO OFF 457 0 3.879 1.196 
AVKSA 457 0 1.956 S24 
OFFKSA 457 0 2.194 1.533 
VARIETY 456 1 3.595 1.064 
TASKID 457 0 ο ο re Oly 
AFEEDBAK 454 3 3.118 1.015 
TASKSIG 457 0 2 147 0.904 
DEALOTH 457 0 4.323 0.813 
AUTONOMY 457 0 3.827 0.937 
JFEEDBAK 457 0 3.419 0.987 
COWORK 456 1 4.116 Oale 
SUPER 457 0 3.764 1.008 
LEAD 454 3 3.490 1.334 
CDSATIS 454 3 3.676 12255 
CARSATIS 457 0 3.967 0.837 
OFF AV 457 0 2.821 1077 
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ID 


RANK 


SOURCE 


AGE 


QUAL 


RETIRE 


NO CD 


OERBAL 


CDINFL 


CDTIME 


CGASIZE 


LEVEL 


CDASSIGN 


PRO AV 


PRO OFF 


AVKSA 


OFFKSA 


ID 


2 
0 
457 


0.07975 
0.0886 
457 


0.00957 
0.8391 
453 


0.0508 
0.2785 
457 


0.04746 
ο 5118 
456 


-0.06379 
0.1734 
457 


0.00189 
0.9679 
457 


20700535 
0.9093 
456 


-0.04092 
0.3828 
457 


=0.03913 
0.404 
457 


0.15261 
0.0011 
457 


-0.02414 
056015 
455 


0.04566 
0.5306 
456 


0.01907 
0.6844 
457 


-0.00262 
0.9554 
457 


EX ου. 
0.8346 
457 


-0.03664 
0.4345 
457 


CORRELATION TABLE OF RESEARCH VARIABLES 


RANK 


0.07975 
0.0886 
457 


1 

0 

457 
2015302 


0-001IT 
453 


0.62098 
0.0001 
457 


075995653 
0.0001 
456 


DETST5S 
0.0001 
457 


20817232 
0.0002 
457 


0.05287 
0.2599 
456 


0 T3662 
0.0034 
457 


ο σου. 
0.0001 
457 


0.09688 
0.0384 
457 


25090553999 
0.0001 
455 


0.08787 
0.0608 
456 


0515596 
0.0008 
457 


9 T5861 
0.0007 
457 


0.19924 
0.0001 
457 


0.20541 
ο οσοι 
457 


SOURCE 


0.00957 
0.8391 
453 


-0.15302 
0.0011 
453 


1 

0 

453 
0.20246 


0.0001 
453 


-0.07387 
0.1168 
452 


-0.0167 
C2423 
453 


-0.00051 
0.9913 
453 


-0.08041 
070817 
452 


0.01696 
0- 7189 
453 


0.04339 
0-395069 
453 


0.01898 
0.687 
453 


0,0233 
076217 
451 


-0.10269 
0.029 
452 


-0.10152 
070307 
453 


-0.08688 
0.0647 
453 


=O, 10996 
0.0192 
453 


205127041 
0.0068 
453 


AGE 


0.0508 
0.2785 
457 


0.62098 
0.0001 
457 


0.20246 
0.0001 
453 


1 
0 
457 


0.45974 
0.0001 
456 


0.33047 
or oooi 
457 


20.198879 
0.0001 
457 


07103592 
0.4441 
456 


0708333 
07075 
457 


0.14667 
0.0017 
457 


0.10298 
0.0277 
457 


-0.36036 
0.0007 
455 


-0.01857 
0.6925 
456 


0-0655 
ο τοῦ 
457 


0.09589 


0.0405 
457 


0.05951 
0.2041 
457 


0.01205 
ο. τοι. 
457 


QUAL 


0.04746 
0.3268 
456 


0759563 
0.0001 
456 


20.07387 
0.1168 
452 


0.45974 
0.0001 
456 


1 
0 
456 


0-I1S5SE 
0.0038 
456 


-0.17104 
0.0002 
456 


0702589 
025817 
455 


0.09823 
0.036 
456 


0.23635 
0.0001 
456 


-0.00444 
0.9247 
456 


-0.43249 
0.0001 
454 


Ου 12851 
0.0059 
455 


072503 
0.0001 
456 


0.14846 
070015 
456 


0028763 
0.0001 
456 


0.12154 
0.0094 
456 


t35 


RETIRE 


-0.06379 
0.1734 
457 


D T8753 
0.0001 
457 


-0.0167 
ο τπτ. 
453 


0.33047 
Oo] 00GrL 
457 


97135317 
0.0038 
456 


1 
0 
457 


-ο. 15568 
0.0008 
457 


0720585 
0.0001 
456 


-0.20717 
0.0001 
457 


0.0366 
07435 
457 


-0.00215 
079635 
457 


-0.14728 
0.0016 
455 


1151 
0.0134 
456 


0-061117 
ο τα” 
457 


0.1974 
0.0001 
457 


0505758 
0.2192 
457 


Oo, 11056 
0-018581 
457 


NO CD 


0.00189 
0.9679 
457 


-0.17232 
0.0002 
457 


-0.00051 
0.9913 
453 


-0.18879 
0.0001 
457 


-0.17104 
0.0002 
456 


-0.15568 
0.0008 
457 


1 
0 
457 


-0.11063 
070181 
456 


0.02418 
0.6062 
457 


-0.06157 
0.1889 
457 


-0.28518 
0.0001 
457 


0.00765 
078707 
455 


-0.0958 
0.0409 
456 


-0.19177 
0.0001 
457 


-0.14458 
0.0019 
457 


-0.1491 
0.0014 
457 


-0.07314 
0.1184 
457 


(r value) 
(α) 
(N) 


ID 


RANK 


SOURCE 


AGE 


QUAL 


RETIRE 


NO CD 


OERBAL 


CDINFL 


CDTIME 


CGASIZE 


LEVEL 


CDASSIGN 


PRO_AV 


PRO OFF 


AVKSA 


OFFKSA 


OERBAL 


20- 00535 
0.9093 
456 


0.05287 
0.2599 
456 


-0.08041 
0.0877 
452 


0.03592 
0.4441 
456 


0.02589 
0.5817 
455 


0.20585 
0.0001 
456 


-0.11063 
0.0181 
456 


L 
0 
456 


-0.01623 
0.7297 
456 


0.01374 
0.7699 
456 


0.04683 
0.3183 
456 


-0.01576 
0.7377 
454 


0.19275 
0.0001 
455 


0.13056 
0.0052 
456 


0.17723 
0.0001 
456 


0.06211 
0.1855 
456 


0.13365 
0.0042 
456 


CDINFL 


-0.04092 
0.3828 
457 


0.13662 
0.0034 
457 


0.01696 
0.7189 
453 


0.08333 
0.0751 
457 


0.09823 
0.036 
456 


-ο. 20117 
0.0001 
457 


0.02418 
0.6062 
457 


-0.01623 
0.7297 
456 


T 
0 
457 


0.12426 
0.0078 
457 


-0.04249 
0.3648 
457 


15156 
0.0094 
455 


-0.02559 
0.5857 
456 


0.09049 
0.0532 
457 


0.02944 
0.5302 
457 


0.0175 
0.7091 
457 


0.0361 
0.4413 
457 


CDTIME 


-0.03913 
0.404 
457 


0.18093 
0.0001 
457 


0.04339 
0.3569 
453 


0.14667 
0.0017 
457 


02363 
0.0001 
456 


0.0366 
0.435 
457 


-0.06157 
0.1889 
457 


0.01374 
0.7699 
456 


0.12426 
0.0078 
457 


a 
0 
457 


-0.00439 
0.9254 
457 


-0.1545 
0.0009 
455 


0.07128 
0.1285 
456 


0.14408 
0.002 
457 


0.00904 
0.8472 
457 


0.13657 
0.0033 
457 


0.08969 
0.0554 
457 


CGASIZE 


0.15261 
0.0011 
457 


0.09688 
0.0384 
457 


0.01898 
0.687 
453 


0.10298 
0.0277 
457 


-0.00444 
0.9247 
456 


-0.00215 
0.9635 
457 


-0.28518 
0.0001 
457 


0.04683 
Oss 
456 


-0.04249 
0.3648 
457 


-0.00439 
0.9254 
457 


X 
0 
457 


0.26044 
0.0001 
455 


0.04823 
0.3041 
456 


~0.01568 
0.7382 
457 


-0.06065 
0.1956 
457 


0.05102 
0.2764 
457 


0.00691 
0.8828 
457 


LEVEL 


-0.02414 
0.6075 
455 


-0.53999 
0.0001 
455 


ϱ 0253 
0.6217 
451 


-0.36036 
0.0001 
455 


-0.43249 
0.0001 
454 


-0.14728 
0.0016 
455 


0.00765 
0.8707 
455 


20501576 
0.7377 
454 


-0.12156 
0.0094 
455 


-0.1545 
0.0009 
455 


0.26044 
0.0001 
455 


1 
0 
455 


=O7 1013) 
0.0309 
454 


-0.12576 
0.0072 
455 


-0.30318 
0.0001 
455 


-0.08312 
0.0765 
453 


-0.14034 
0.0027 
455 


o6 


CDASSIGN PRO AV 


0.04566 
0.3306 
456 


0.08787 
0.0608 
456 


-0.10269 
0.029 
452 


-0.01857 
0.6925 
456 


0.12881 
0.0059 
455 


0 115; 
0.0134 
456 


-0.0958 
0.0409 
456 


0.19275 
0.0001 
455 


20502599 
0: 5857 
456 


0.07128 
0.1285 
456 


0.04823 
0.3041 
456 


ΞΟ 1015; 
0.0309 
454 


1 
0 
456 


04332585 
0.0001 
456 


0.322 
0.0001 
456 


0.27541 
0.0001 
456 


0.2672 
0.0001 
456 


0.01907 
0.6844 
457 


0.15596 
0.0008 
457 


-0.10152 
0.0307 
453 


0.0655 
Ora o24 
457 


0.2563 
0.0001 
456 


0.06117 
0.1918 
457 


-0.19177 
0.0001 
457 


0.13056 
0.0052 
456 


0.09049 
0.0532 
457 


0.14408 
0.002 
457 


-0.01568 
0.7382 
457 


-0.12576 
0.0072 
455 


0.33585 
0.0001 
456 


1 
0 
457 


0.286 
0.0001 
457 


0.60597 
0.0001 
457 


0.27863 
0.0001 
457 


ID 


RANK 


SOURCE 


AGE 


QUAL 


RETIRE 


NO CD 


OERBAL 


CDINFL 


CDTIME 


CGASIZE 


LEVEL 


CDASSIGN 


PRO AV 


PRO OFF 


AVKSA 


OFFKSA 


PRO OFF 


-0.00262 
0.9554 
457 


0.15861 
0:0007 
457 


-0.08688 
0.0647 
453 


0.09589 
0.0405 
457 


0.14846 
0.0015 
456 


0.1974 
0.0001 
457 


-0.14458 
0.0019 
457 


D- T2723 
0.0001 
456 


0.02944 
5502 
457 


0.00904 
0.8472 
457 


-0.06065 
0.1956 
457 


=0.30318 


0.0001 
455 


0.322 
0.0001 
456 


0.286 
0.0001 
457 


1 

0 

457 
0.14026 
0.0027 
457 
0.2544 


0.0001 
457 


AVKSA 


-0.00979 
0.8346 
457 


0.19924 
0.0001 
457 


-0.10998 
0.0192 
453 


0.05951 
0.2041 
457 


0.28763 
0.0001 
456 


ο. 951568 
0.2192 
457 


-0.1491 
0.0014 
457 


0.06211 
0.1855 
456 


0.0175 
0.7091 
457 


0.13651 
0.0035 
457 


0.05102 
0.2764 
457 


-0.08312 
0.0765 
455 


0.27541 
0.0001 
456 


0.60597 
0.0001 
457 


0.14026 
0.0027 
457 


1 
0 
457 


6239507 
0.0001 
457 


OFFKSA 


-0.03664 
0.4345 
457 


0.20541 
0.0001 
457 


-0.12701 
0.0068 
453 


0.01205 
ο ο.” 
457 


0.12154 
0.0094 
456 


0.11056 
00181 
457 


-0.07314 
C.1184 
457 


0513365 
0.0042 
456 


0.0361 
0.4413 
457 


0.08969 
0.0554 
457 


0.00691 
0.8828 
457 


-0.14034 
0250027 
455 


0.2672 
0.0001 
456 


0.27863 
0.0001 
457 


0.2544 
0.0001 
457 


0.39507 
0.0001 
457 


1 
0 
457 


INTEREST VARIETY 


0.0726 
0.1262 
445 


-0.07421 
0.118 
445 


-0.02933 
D. 9539 
441 


-0.13159 
0.0054 
445 


-0.03488 
0.4634 
444 


-0.01557 
0.7432 
445 


0.00226 
0.962 
445 


-0.04353 
0.3602 
444 


-0.01512 
0.7504 
445 


-0.07162 
0.1314 
445 


-0.01457 
0.7592 
445 


0.06894 
0.1474 
443 


-0.01749 
027132 
444 


-0.05009 
02 917 
445 


0.02091 
0.6599 
445 


0.00813 
0.8642 
445 


-0.00316 
0.947 
445 


0.0013 
0.9779 
456 


0.20962 
0.0001 
456 


-0.12026 
0.0105 
452 


0.122535 
0.0065 
456 


0.27286 
0.0001 
455 


0.18858 
0.0001 
456 


-0.1294 
0.0057 
456 


0.10659 
07023 
455 


0.1418 
0.0024 
456 


0.10604 
020235 
456 


-0.03115 
0.507 


456 


20:33581 
0.0001 
454 


0.39774 
0.0001 
455 


0.40912 
070001 


456 


0.57997 
0.0001 


456 


0.32946 


0.0001 


456 


0.37669 


0.0001 
456 


jn 


TASKID 


0.03109 
955073 
457 


-0.04286 
0.3607 
457 


-0.09876 
0.0356 
453 


-0.03479 
0.4582 
457 


0.07438 
D. 1127 
456 


0.07905 
0.0914 
457 


-0.15166 
00011 
457 


0.26141 
0.0001 
456 


0.02324 
0.6202 
457 


0.06499 
0.1655 
457 


0.04071 
0793853 
457 


0.04634 
0.324 
455 


0025378 
0.0001 
456 


0.21972 
0.0001 
457 


0530175 
0.0001 
457 


0.11076 
0.0179 
457 


0.10834 
0.0205 
457 


AFEEDBAK 


0.04564 
0.3319 
454 


-0.04907 
0.2968 
454 


-0.06479 
D. 1S 
450 


-0.09651 
0.0398 
454 


0.00134 
0.9773 
453 


0.08086 
0.0853 
454 


-0.06153 
0.1907 
454 


ο τος 
0.0001 
453 


-0.05405 
0.2504 
454 


=0., 00973 
0.8362 
454 


-0.02248 
0.6328 
454 


-0.06601 
0.1612 
452 


0.26636 
0.0001 
453 


0.24491 
0.0001 
454 


0.34278 
0.0001 
454 


0.10884 
0.0204 
454 


0.21202 
0.0001 
454 


ID 


RANK 


SOURCE 


AGE 


QUAL 


RETIRE 


NO CD 


OERBAL 


CDINFL 


CDTIME 


CGASIZE 


LEVEL 


CDASSIGN 


PRO AV 


PRO OFF 


AVKSA 


OFFKSA 


TASKSIG 


0.00483 
0.918 
457 


0.07679 
ο του 
457 


-0.12471 
0.0079 
453 


0.00744 
0.874 
457 


0.15346 
0.001 
456 


0.18088 
0.0001 
457 


-0.12341 
0.0083 
457 


0.19299 
0.0001 
456 


0.05829 
ο. «ο 
457 


0.0605 
0.1967 
457 


-0.02734 
0.5599 
457 


-0.17451 
0.0002 
455 


0.33268 
0.0001 
456 


0.34129 
0.0001 
457 


0.45067 
0.0001 
457 


0.26812 
0.0001 
457 


0.29912 
070007 
457 


DEALOTH 


0.0175 
0.709 
457 


0.17471 
0.0002 
457 


-0.09352 
0.0467 
453 


0.14068 
0.0026 
457 


0.22936 
0.0001 
456 


0.15439 
0.0009 
457 


«ο 00 1637 
0.0823 
457 


0.13663 
0.20035 
456 


0.13029 
0.0053 
457 


0.05497 
0.2408 
457 


-0.00215 
0.9634 
457 


-0.24626 
0.0001 
455 


02593] 
0.0001 
456 


0.25981 
0.0001 
457 


0.45086 
0.0001 
457 


0.24366 
0.0001 
457 


0.27642 
0.0001 
457 


AUTONOMY 


0.03284 
0.4837 
457 


-0.00185 
0.9685 
457 


-0.03558 
0.4501 
453 


-0.00177 
0.9698 
457 


ο. 08505 
0.0696 
456 


0.21436 
0.0001 
457 


ΟΠ 
0.0001 
457 


0229557 
0.0001 
456 


0.01445 
0.758 
457 


0.06077 
0.1947 
457 


-0.01642 
0.7263 
457 


-0.11082 
0.018 
455 


0354522 
0.0001 
456 


0.20798 
0.0001 
457 


0.34118 
0.0001 
457 


0.15693 
0.0008 
457 


0.12454 
0.0077 
457 


JFEEDBAK COWORK 


0.07495 
0.1096 
457 


0.08798 
0.0602 
457 


-0.10972 
0.0195 
453 


0.04244 
0.3654 
457 


0211505 
0.014 
456 


0.08216 
0.0794 
457 


-0.15644 
0.0008 
457 


0.24853 
0.0001 
456 


0.05614 
07231 
457 


0.10938 
0.0193 
457 


0.02687 
0.5667 
457 


-0.13924 
0.0029 
455 


0.34128 
0.0001 
456 


0.31306 
0.0001 
457 


0.47089 
0.0001 
457 


0.18603 
0.0001 
457 


0.1868 
0.0001 
457 


0.08417 
0.0726 
456 


0.04565 
507 
456 


-0.12756 
0.0066 
452 


0.02547 
05875 
456 


0.10594 
950239 
455 


0.13845 
omo] 
456 


-0.18821 
0.0001 
456 


15155 
0.0005 
455 


0.00705 
0.8806 
456 


0.05042 
0.2826 
456 


0.07677 
0.1016 
456 


το κο” 
0.0076 
454 


0.29739 
0.0001 
455 


0.28121 
0.0001 
456 


0.44911 
0.0001 
456 


017035 
0.0003 
456 


0.19319 
0.0001 
456 


138 


SUPER 


0.08123 
0.0828 
457 


-0.04409 
0.347 
457 


=0.05655 
0.2297 
453 


-0.03146 
0.5023 
457 


ο. ος» 
0.9406 
456 


0.16687 
0.0003 
457 


-0.11993 
0.0103 
457 


0.28312 
0.0001 
456 


-0.09669 
0.0388 
457 


-0.05183 
0.2688 
457 


0.0264 
0795735 
457 


-0.07923 
0.0914 
455 


0.27491 
0.0001 
456 


0.18047 
0.0001 
457 


0.37198 
0.0001 
457 


0.0629 
0.1795 
457 


0.18053 
0.0001 
457 


LEAD 


0.03757 
0.4245 
454 


0.31784 
0.0001 
454 


-0.11329 
0.0162 
450 


0.19477 
0.0001 
454 


0032305 
0.0001 
453 


0.17633 
0.0002 
454 


-0.14804 
0.0016 
454 


020311 
0.0001 
453 


0.09002 
ο ου 
454 


0907251 
0.1229 
454 


-0.04624 
03256 
454 


-0.48742 
0.0001 
452 


0.29014 
0.0001 
453 


0.28284 
0.0001 
454 


0.50632 
0.0001 
454 


0.17907 
0.0001 
454 


0.233172 
0.0001 
454 


ID 


SOURCE 


AGE 


QUAL 


RETIRE 


NO CD 


OERBAL 


CDINFL 


CDTIME 


CGASIZE 


CDASSIGN 


PRO AV 


PRO OFF 


AVKSA 


OFFKSA 


CDSATIS 


0.02908 
075365 
454 


0.05162 
0.2724 
454 


-0.14022 
0.0029 
450 


0.00393 
0.9334 
454 


0.16588 
0.0004 
453 


0.22173 
0.0001 
454 


-0.20774 
0.0001 
454 


On22 1719 
0.0001 
453 


-0.05437 
0.2476 
454 


=0.10115 
020312 
454 


-0.00474 
0.9198 
454 


20 16595 
0.0004 
452 


0.47681 
0.0001 
453 


0.4066 
0.0001 
454 


0.49791 
0.0001 
454 


0.28096 
0.0001 
454 


0.23888 
0.0001 
454 


CARSATIS 


0.00443 
0.9247 
457 


-0.01565 
0.7387 
457 


ο ου”. 
0.0424 
453 


-0.06666 
0.1548 
457 


0.0518 
0.2697 
456 


0754522 
0.0001 
457 


0.2132] 
0.0001 
457 


0.31283 
0.0001 
456 


-0.18926 
0.0001 
457 


0.0273 
0.5606 
457 


0.01205 
0.7973 
457 


-0.05953 
0.205 
455 


07221 
0.0001 
456 


0.19845 
0.0001 
457 


0.29941 
0.0001 
457 


0.18109 
0.0001 
457 


0.19127 
0.0001 
457 


OFF_AV 


0.05604 
0.2318 
457 


-0.04933 
0.2927 
457 


-0.10678 
0.0230 
453 


-0.05603 
0:2319 
457 


-0.06833 
0.1451 
456 


0.11032 
0.0183 
457 


ο οσο 
0.0977 
457 


0.10543 
0.0243 
456 


-0.00136 
0.9769 
457 


-0.10305 
0.0276 
457 


-0.01956 
0.6767 
457 


-0.04604 
ο δρα 
455 


0.05665 
0.2273 
456 


0.00356 
0.9395 
457 


ο το. 
0.0118 
457 


0.01123 
0.8107 
457 


0.13274 
0.0045 
457 


T39 


INTEREST 


VARIETY 


TASKID 


AFEEDBAK 


TASKSIG 


DEALOTH 


AUTONOMY 


JF EEDBAK 


COWORK 


SUPER 


LEAD 


CDSATIS 


CARSATIS 


OFF_AV 


ID 


0.0726 
0.1262 
445 


0.0013 
0.9779 
456 


0.03109 
075013 
457 


0.04564 
0,3319 
454 


0.00483 
0.918 
457 


90:01 75 
0.709 
457 


0.03284 
0.4837 
457 


0.07495 
0.1096 
457 


0.08417 
0.0726 
456 


0.08123 
0.0828 
457 


0.037571 
0.4245 
454 


0.02908 
0795365 
454 


0.00443 
0.9247 
457 


0.05604 
0.2318 
457 


RANK 


-0.07421 
0.118 
445 


0.20962 
0.0001 
456 


-0.04286 
0.3607 
457 


-0.04907 
0.2968 
454 


0.07679 
ο τοι 
45 


0.17471 
0.0002 
457 


20900185 
0.9685 
457 


0.08798 
0.0602 
457 


0.04565 
023307 
456 


-0.04409 
0.347 
457 


0.31784 
0.0001 
454 


0.05162 
0.2724 
454 


-0.01565 
0.7387 
457 


-0.04933 
0.2927 
457 


SOURCE 


-0.02933 
0.539 
441 


-0.12026 
0.0105 
452 


-0.09876 
0.0356 
453 


-0.06479 
0.17 
450 


-0.12471 
0.0079 
453 


-0.09352 
0.0467 
453 


-0.03558 
0.4501 
453 


-0.10972 
0.0195 
453 


-0.12756 
0.0066 
452 


-0.05655 
0.2297 
453 


=0.11329 
0.0162 
450 


-0.14022 
0.0029 
450 


-0.09539 
0.0424 
453 


-0.10678 
0.0230 
453 


AGE 


=0.13159 
0.0054 
445 


GO. 12735 
0.0065 
456 


-0.03479 
0.4582 
457 


-0.09651 
0.0398 
454 


0.00744 
0.874 
457 


0.14068 
0.0026 
457 


-0.00177 
0.9698 
457 


0.04244 
0.3654 
457 


0.02547 
0.95875 
456 


-0.03146 
0.25023 
457 


0.19477 
0.0001 
454 


0.00393 
0.9334 
454 


-0.06666 
0.1548 
457 


-0.05603 
0.2319 
457 


QUAL 


-0.03488 
0.4634 
444 


0.27286 
0.0001 
455 


0.07438 
0.1127 
456 


0.00134 
0.9773 
453 


0.15346 
0.001 
456 


0.22936 
0.0001 
456 


07108505 
0.0696 
456 


νυ 555 
0.014 
456 


0.10594 
0.0238 
455 


0.0035 
0.9406 
456 


0.32305 
0.0001 
453 


0.16588 
0.0004 
453 


0.0518 
0.2697 
456 


=0. 06833 
0.1451 
456 
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RETIRE 


-0.01557 
0.7432 
445 


0.18858 
0.0001 
456 


0.07905 
0.0914 
457 


0.08086 
0.0853 
454 


0.18088 
0.0001 
457 


0.15439 
0.0009 
457 


0.21436 
0.0001 
457 


0.08216 
0.0794 
457 


0.13845 
0.0031 
456 


0.16687 
0.0003 
457 


0.17633 
0.0002 
454 


0.227113 
0.0001 
454 


0.54522 
0.0001 
457 


0911032 
0.0183 
457 


NO CD 


0.00226 
0.962 
445 


-0.1294 
0.0057 
456 


0.15166 
0.0011 
457 


- 925065153 
0.1907 
454 


-0.12341 
0.0083 
457 


-0.08137 
0.0823 
457 


ΕΕ to 
0.0001 
457 


0.0008 
457 


-0.18821 
0.0001 
456 


-0.11993 
0.0103 
457 


-0.14804 
0.0016 
454 


-0.20774 
0.0001 
454 


-0.21321 
0.0001 
457 


0.07757 
0709771 
457 


OERBAL 


INTEREST -0.04353 


VARIETY 


TASKID 


AFEEDBAK 


TASKSIG 


DEALOTH 


AUTONOMY 


JF EEDBAK 


COWORK 


SUPER 


LEAD 


CDSATIS 


CARSATIS 


OFF_AV 


0.3602 
444 


0.10659 
0.023 
455 


0.26141 
0.0001 
456 


0.27955 
ο οσοι 
453 


0219299 
0.0001 
456 


0.13663 
0.0035 
456 


Du 29557 
0.0001 
456 


0.24853 
0.0001 
456 


0.16155 
0.0005 
455 


0.28312 
0:0001 
456 


070311 
0.0001 
453 


0.22719 
ο οσοι 
453 


0291293 
0.0001 
456 


0.10543 
0.0243 
456 


CDINFL 


-0.01512 
0.7504 
445 


0.1418 
0.0024 
456 


0.02324 
0.6202 
457 


-0.05405 
0.2504 
454 


0.05829 
072136 
457 


0.13029 
0.0053 
457 


0.01445 
ο. του 
457 


0.05614 
0.231 
457 


0.00705 
0.8806 
456 


-0.09669 
0.0388 
457 


0.09002 
0553 
454 


-0.05437 
0.2476 
454 


20518926 
0.0001 
457 


0.06969 
0.1369 
457 


CDTIME 


-0.07162 
01314 
445 


0.10604 
0.0235 
456 


0.06499 
0.1655 
457 


-0.00973 
0.8362 
454 


0.0605 
0.1967 
457 


0.05497 
0.2408 
457 


0.06077 
0.1947 
457 


υ 105558 
0.0193 
457 


0.05042 
0.2826 
456 


-0.05183 
0.2688 
457 


0 507257] 
01229 
454 


-0.10115 
0.0312 
454 


0.0273 
0.5606 
457 


0.00594 
0.8993 
457 


CGASIZE 


-0.01457 
077592 
445 


-0.03115 
0.507 
456 


0.04071 
0.3853 
457 


-0.02248 
0.6328 
454 


-0.02734 
ο οσο. 
457 


-0.00215 
0.9634 
457 


-0.01642 
0.7263 
457 


0.02687 
0.5667 
457 


0.07677 
0.1016 
456 


0.0264 
099735 
457 


-0.04624 
0.3256 
454 


-0.00474 
0.9198 
454 


0.017205 
0.7973 
457 


-0.17108 
0.0002 
457 


LEVEL CDASSIGN 


0.06894 
0.1474 
443 


-0.33581 
0.0001 
454 


0.04634 
0.324 
455 


-0.06601 
0.1612 
452 


-0.17451 
0.0002 
455 


-0.24626 
0.0001 
455 


=0. 11082 
0.018 
455 


-0.13924 
0.0029 
455 


20:12519 
0.0076 
454 


-0.07923 
0.0914 
455 


-0.48742 
0.0001 
452 


-υ 16595 
0.0004 
452 


-0.05953 
07205 
455 


-0.04604 
0.3271 
455 
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-0.01749 
007132 
444 


0.39774 
0.0001 
455 


0.25378 
0.0001 
456 


0.26636 
0.0001 
453 


0.33268 
0.0001 
456 


0.25931 
0.0001 
456 


0.35222 
0.0001 
456 


0.34128 
0.0001 
456 


0.29739 
κ οσοι 
455 


0.27491 
0.0001 
456 


0.29014 
0.0001 
453 


0.47681 
0.0001 
453 


221 
0.0001 
456 


0705565 
0:2273 
456 


PRO AV 


-0.05009 
0m2 917 
445 


0.40912 
0.0001 
456 


07219572 
D. 0091 
457 


0.24491 
0.0001 
454 


0.34129 
0.0001 
457 


0.25981 
0.0001 
457 


0720798 
0.0001 
457 


0.31306 
0.0001 
457 


0.28121 
0.0001 
456 


0.18047 
0.0001 
457 


0.28284 
0.0001 
454 


0.4066 
0.0001 
454 


0.19845 
0.0001 
457 


0.00356 
0779395 
457 


INTEREST 


VARIETY 


TASKID 


AFEEDBAK 


TASKSIG 


DEALOTH 


AUTONOMY 


JFEEDBAK 


COWORK 


SUPER 


LEAD 


CDSATIS 


CARSATIS 


OFF_AV 


PRO OFF 


0.02091 
0.6599 
445 


0:5 T7997 
0.0001 
456 


0.30175 
0.0001 
457 


0.34278 
0.0001 
454 


0.45067 
0.0001 
457 


0.45086 
0.0001 
457 


0.34118 
0.0001 
457 


0.47089 
0.0001 
457 


0.44911 
0.0001 
456 


0.37198 
0.0001 
457 


0.50632 
0.0001 
454 


0.49791 
0.0001 
454 


0.29941 
0.0001 
457 


0.11765 
0.0118 
457 


AVKSA 


0.00813 
0.8642 
445 


0.32946 
0.0001 
456 


0.11076 
950179 
457 


0.10884 
0.0204 
454 


0.26812 
0.0001 
457 


0.24366 
0.0001 
457 


0.15683 
0.0008 
457 


0.18603 
0.0001 
457 


017035 
0.0003 
456 


0.0629 
90-1795 
457 


0.17901 
0.0001 
454 


0.28096 
0.0001 
454 


0.18109 
0.0001 
457 


0.01123 
0.8107 
457 


OFFKSA 


-0.00316 
0.947 
445 


0.37669 
0.0001 
456 


0.10834 
0.0205 
457 


0.21202 
0.0001 
454 


0.29912 
0.0001 
457 


0.27642 
0.0001 
457 


0.12454 
0.0077 
457 


0.1868 
0.0001 
457 


0.19318 
0.0001 
456 


0.18053 
0.0001 
457 


ο 235315 
0.0001 
454 


0.23888 
0.0001 
454 


0.19127 
0.0001 
457 


013274 
0.0045 
457 


INTEREST 


1 

0 

445 
0.0018 


0.9697 
444 


0.00009 
0.9985 
445 


0.04418 
0.3524 
445 


0.0446 
0.3479 
445 


0.08228 
0.0829 
445 


0201132 
0.8118 
445 


0.00404 
009323 
445 


0.07601 
0.1097 
444 


0.05219 
0.2172 
445 


D-03795 
0.4292 
445 


0.04172 
0.38 
445 


0.12319 
0.0093 
445 


-0.05185 
0.2750 
445 


VARIETY 


0.0018 
0.9697 
444 


T 
0 
456 


0.30475 
0.0001 
456 


0.33634 
0.0001 
453 


0.5679 
0.0001 
456 


0.59883 
0.0001 
456 


0.44978 
0.0001 
456 


0.49731 
0.0001 
456 


0.47404 
0.0001 
455 


0.29896 
0.0001 
456 


0.59496 
0.0001 
453 


0.55297 
0.0001 
453 


0.27897 
0.0001 
456 


0.15915 
0.0006 
456 
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TASKID AFEEDBAK 


0.00009 
0.9985 
445 


0.30475 
0.0001 
456 


1 

0 

457 
0.28785 


0.0001 
454 


0.35008 
0.0001 
457 


0.21648 
0.0001 
457 


0.43786 
0.0001 
457 


0.47663 
0.0001 
457 


0.39002 
0.0001 
456 


0.31106 
0.0001 
457 


0.26438 
0.0001 
454 


0.4481 
0.0001 
454 


0.20039 
0.0001 
457 


0.04306 
0.3584 
457 


0.04418 
0.3524 
445 


0.33634 
0.0001 
453 


0.28785 
0.0001 
454 


1 
0 
454 


0.28504 
0.0001 
454 


02290725 
0.0001 
454 


0.27796 
0.0001 
454 


0.39912 
0.0001 
454 


0.34412 
0.0001 
453 


0.63326 
0.0001 
454 


0.29824 
0.0001 
454 


0.39963 
0.0001 
454 


0.31704 
0.0001 
454 


0.15630 
0.0008 
454 


INTEREST 


VARIETY 


TASKID 


AFEEDBAK 


TASKSIG 


DEALOTH 


AUTONOMY 


JF EEDBAK 


COWOPK 


SUPER 


LEAD 


CDSATIS 


CARSATIS 


OFF AV 


TASKSIG 


0.0446 
0.3479 
445 


55793 
0.0001 
456 


0.35008 
0.0001 
457 


0.28504 
0.0001 
454 


1 
0 
457 


0.55465 
0.0001 
457 


0.40575 
0.0001 
457 


0.48647 
0.0001 
457 


0.43817 
0.0001 
456 


0.34165 
0.0001 
457 


0.479?1 
υ ους] 
454 


0.51084 
0.0001 
454 


0.27516 
0.0001 
457 


0.15164 
0.0011 
457 


DEALOTH AUTONOMY 


0.08228 
0.0829 
445 


0.59883 
0.0001 
456 


0.21648 
0.0001 
457 


0.28725 
0.0001 
454 


0.55465 
0.0001 
457 


1 
0 
457 


0.36516 
0.0001 
457 


0.35632 
0.0001 
457 


0.47815 
0.0001 
456 


0.28433 
0.0001 
457 


0.49037 
0.0001 
454 


0.37246 
0.0001 
454 


0.20556 
0.0001 
457 


0.12881 
0.0058 
457 


0701132 
0.8118 
445 


0.44978 
0.0001 
456 


0.43786 
0.0001 
457 


0.27796 
0.0001 
454 


0.40575 
0.0001 
457 


0.36516 
0.0001 
457 


1 
0 
457 


0.4565 
0.0001 
457 


0.46706 
0.0001 
456 


0739582 
0.0001 
457 


0.40458 
050001 
454 


0.57997 
0.0001 
454 


0.38478 
0.0001 
457 


0.04243 
073655 
457 


JFEEDBAK 


0.00404 
0.9323 
445 


0.49731 
0.0001 
456 


0.47663 
0.0001 
457 


0.39912 
0.0001 
454 


0.48647 
0.0001 
457 


0.35652 
0.0001 
457 


0.4565 
0.0001 
457 


1 
0 
457 


0.41676 
0.0001 
456 


0.33954 
0.0001 
457 


0.44949 
0.0001 
454 


0.50413 
0.0001 
454 


0723237 
0.0001 
457 


0.10176 
0.0296 
457 


COWORK 


0.07601 
0.1097 
444 


0.47404 
0.0001 
455 


0.39002 
0.0001 
456 


0.34412 
0.0001 
453 


0.43817 
0.0001 
456 


0.47815 
0.0001 
456 


0.46706 
0.0001 
456 


0.41676 
0.0001 
456 


1 
0 
456 


0.42215 
0.0001 
456 


0.44795 
0.0001 
453 


0.50875 
0.0001 
453 


0.30745 
0.0001 
456 


0.07020 
0.1344 
456 


143 


SUPER 


03905219 
02272 
445 


0.29896 
0.0001 
456 


0.31106 
0.0001 
457 


0.63326 
0.0001 
454 


0.34165 
0.0001 
457 


0.28433 
0.0001 
457 


0.39582 
0.0001 
457 


0.33954 
0.0001 
457 


0.42215 
0.0001 
456 


1 
0 
457 


0.36952 
0.0001 
454 


0.4726 
0.0001 
454 


0. 37182 
0.0001 
457 


0.06967 
071370 
457 


LEAD 


02032757 
0.4292 
445 


0.59496 
0.0001 
453 


0.26438 
0.0001 
454 


0.29824 
0.0001 
454 
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APPENDIX D 


MEAN RATINGS OF CHARACTERISTICS BY DEPARTMENT AND RANK 


NOTES: Numbers in parenthesis are standard deviations 
+ Indicates the referenced department has significantly (a = .05) 
more of that characteristic than the department named in the 


column. 


- Indicates the referenced department has significantly (a = .05) less 
of that characteristic than the department named in the column. 
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Admin Eng Ops PW Safety Supply 


N DOT, 61 165 43 29 28 
Job 
Characteristics 
CDSATIS 3.24 4.69 ST 3.500 3.71 3.36 
(1.26) (0.60) (1.24) (1.16) (1.26) (1.50) 
VARIETY 3.46 4.47 ED -- 3.99 3.06 
(1-05) (0.59) (1.05) (0.89) (0.76) (1.17) 
TASKID 3.54 4.02 3-60 3961 3205 ο 
(1.08) (0.82) (3.60) (1.06) (0.98) (1.01) 
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DEALOTH 25017 4.81 4.17 4.50 4.59 4. li 
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AFEEDBAK 2.94 3.46 a 3J 38 3 03 2.79 
(1.02) (0.94) (1702) ο ο (1.07) (1.04) 
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CE S35) (0.47) (1532) (0.98) (1.06) (1.45) 
PRO AV 1.44 4.46 2-8 1:565 3.199 1.79 
(0.95) (1.04) (1.47) (1909) (1.23) (1.26) 
PROSOERE 4.00 4.62 392 3.98 3.83 3.79 
(1515) (0.69) (1.17) (1.18) (1.20) (1.52) 
AVKSA 108 DES 2.19 126 3.03 1.00 
(0.39) (192) (1.65) (0.82) (1.80) (0.00) 
OFFKSA 2.04 3720 2723 1.67 2.00 1.46 
(1-50) (1.59) (1.53) (1 21) (1.41) (1.10) 


Job Characteristics Mean Scores by Department 
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VARIETY 3.69 S250 3.64 4.06 3.5 
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